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ABSTRACT OF THE THESIS TITLED "STRATEGY-CORPORATE 
CULTURE FIT IN INDIAN COMPANIES." 
This document presents the abstract of the thesis titled "Strategy- Corporate 
Culture Fit in Indian Companies" submitted for the award of Ph.D. degree. 
The abstract gives brief and concise information about the thesis, thesis 
presentation, objectives of the research study, major findings of the study, 
and future directions of research. 
Introduction 
Corporate culture has a subtle but pervasive influence on companies and 
their leaders. It has an important bearing on organization's performance. It 
affects leadership/ managerial ability to make needed organizational 
improvements. Rapid globalization is resulting in organizations having 
workforce from diverse cultures. In response to the challenges of the new 
business environment in 21^ * century, business organizations are forming 
strategic alliances to remain competitive. This upheaval puts an 
unprecedented pressure on employees to adjust to the new environment and 
the values arising out of it. Since, culture is deeply rooted in an organization, 
any new action, or initiative is very carefully and critically observed and 
analyzed through the lens of existing culture. Cultures that can help 
organizations anticipate and adapt to the environment changes will be 
associated with superior performance over long period. 
Aligning strategy and culture is imperative for competitive advantage. 
Contrary to the notions of strong corporate culture, in 21^' Century, a culture 
is strong if it fits its context, that is, business strategy. The strategically 
appropriate culture will be associated with excellent performance. Better the 
fit, better the performance; poorer the fit, poorer the performance. 
Thesis Presentation 
The thesis comprises of eight main chapters and afterthought followed by 
bibliography and appendices. 
The first chapter introduces various perspectives of culture. Global culture 
and national culture are described in this chapter in terms of context. The 
second chapter deals with the content of corporate culture, its patterns, and 
theories. Culture related concepts are also discussed in this chapter. The 
third chapter deals with strategy and strategic management process. The role 
of corporate culture during strategy implementation phase and its impact on 
organizational effectiveness are also discussed in this chapter. The fourth 
chapter presents the literature review. Relevant findings and excerpts of the 
literature reviewed are classified and presented with the aim of identifying 
the research gap. The fifth chapter presents the objectives, hypothesis, 
methodology, and limitations. It explains the justification to carry out the 
present study. The analysis of the surveyed data, interpretation, and 
discussion are presented in chapter sixth and seventh. The salient feature of 
these chapters is that, for the first time in the corporate culture literature, an 
attempt has been made to bring out the corporate culture- strategy fit. 
Besides analysis, the sixth chapter sets the background for preparing 
balanced scorecard. Chapter seven captures the essence of the thesis. In 
chapter seven strategic mapping and balanced scorecard are prepared. The 
concluding chapter presents the major findings and future directions for 
research. 
, ^ 
The thesis ends with an after thought and bibliography followed by the 
appendices. 
Objectives of the Research Study 
The present study has been undertaken to achieve one general as well as nine 
specific objectives. The general objective of the study is to investigate the 
corporate culture-strategy link in the Indian companies. The specific 
objectives of the study are laid down as below. 
i) To study the ethos fi-amework of corporate culture, 
ii) To study the various dimensions of corporate culture, 
iii) To explore the difference if any, in the perception towards 
corporate culture and ethos, based on gender, level, experience, 
and functional area, 
iv) To explore the differences if any, in the perception towards 
corporate culture, ethos and strategic dimensions among the 
members of three companies under study, 
v) To study the desirability of the cultural dimensions in each 
organization, 
vi) To examine the relationship, if any, between the ethos of the 
companies and strategic dimensions, 
vii) To examine the relationship, if any, between the culture of the 
companies and strategic dimensions, 
viii) To propose a fit between corporate culture and strategy, 
ix) To propose interventions to build a strong culture and ethos for the 
companies. 
Research Hypotheses 
In line with the objectives, the following null hypotheses were framed: 
HoOl There is no difference in the perception towards OCT APACE 
between male and female managers. 
Ho02 There is no difference in the perception towards OCT APACE 
between top and middle management. 
Ho03 There is no difference in the perception towards OCT APACE 
among managers having varying experience. 
Ho04 There is no difference in the perception towards OCT APACE 
among managers of different functional areas. 
Ho05 There is no difference in perception towards OCT APACE among 
managers of Indian, Jet, and Sahara. 
H0O6 There is no difference in the perception towards dimensions of 
corporate culture between male and female managers. 
Ho07 There is no difference in the perception towards dimension of 
corporate culture between top and middle management. 
H0O8 There is no difference in the perception towards dimensions of 
corporate culture among managers having varying length of service. 
Ho09 There is no difference in the perception towards dimensions of 
corporate culture among managers of different functional areas. 
Ho 10 There is no difference in the perception towards dimensions of 
corporate culture among managers of Indian Airlines, Jet, and Sahara. 
Holl There is no difference in the perception towards present cultural 
dimensions and desirability of cultural dimensions 
Ho 12 There is no difference in the perception towards strategic 
dimensions among managers of Indian Airlines, Jet, and Sahara. 
Ho 13 There is no relationship between the scores on strategic dimensions 
and OCT APACE and aspects of corporate culture. 
Methodology of the Study 
In the light of the objectives of the study, the techniques of investigation 
adopted, the tools used and pattern of analysis followed are as foUoewd. 
Selection of Sample 
In order to achieve the objectives of the study, purposive judgmental 
sampling technique was used. Sample included top management and middle 
management personnel working in the offices of the airlines. Pilots, 
crewmembers, airhostesses and other personnel working inside the airport 
premise were not a part of the sample. 
Sources of Data 
The necessary quantitative and qualitative data have been obtained from 
both the primary and secondary sources. One of the main sources of 
secondary data is the library. Other sources for secondary data are company 
brochures, websites, magazines, and news bulletins of Indian Airlines, Jet, 
and Sahara. Internet has also been used to collect secondary data. 
For collecting primary data, the researcher carried out a pilot survey before 
conducting the main study. The pilot study helped to ensure the control of 
non-sampling error. 
The OCTAPACE questionnaire and strategy questionnaire used for the pilot 
study have been retained for the main study also. Some changes were made 
in the culture survey questionnaire. 
Design and Content of Questionnaire 
A standard questionnaire (a set of two questionnaires) was used as the 
device for data collection on corporate culture. To gauge the strategic 
dimension another questionnaire was framed. 
For collecting data on corporate culture, the data collection instruments used 
are OCT APACE profile and organizational survey developed by Prof. Udai 
Pareek given in 'Training Instruments in HRD and OD' (2002). These scales 
have high rehability and vahdity. These instruments can give data about 
different values and dimensions of culture as perceived by the respondents. 
A detailed analysis of these values and dimensions can help to assess the 
culture as well as values and beliefs prevailing in organization. The third 
part of the questionnaire was related with strategic issues and perception of 
managers towards them. 
Major Findings 
Since the objectives of the study were concerned with OCT APACE, culture 
survey and strategic dimensions, their findings are accordingly grouped and 
presented as follows. 
Findings Related to Perception towards OCTAPACE 
• Results established significant differences for total OCTAPACE 
scores for respondents. 
• The three companies have varying levels of OCTAPACE ethos. 
• None of the company has highest degree of all eight values. 
• Differences in the degree of OCTAPACE values have been observed 
among these companies. 
• In Indian Airlines all, the values fall in medium category. 
• In Jet, most of the values fall in high category. It can be concluded 
that OCT APACE ethos dominate the value system in Jet. 
• In Sahara, trust is high, autonomy is low, and remaining values fall 
under the medium category. 
• Among the three companies Jet emerges as having positive 
OCT APACE ethos while, Sahara emerges as having most of the 
values negative. 
• Differences in the degree of OCT APACE ethos as per gender and 
functional area age not of much significance. 
• There are differences in the perception towards OCT APACE on the 
basic of experiences. 
Findings Related to Perception towards Corporate Culture 
• Result showed significant differences in corporate culture at three 
companies. However, there was no difference between the culture of 
Indian Airlines and Sahara. 
• Results showed differences in the perception towards present culture 
and desired culture in three companies. 
• OCTAPACE ethos reinforces some aspects of culture among 
managers. 
• Differences are reported in perception on intemality, context 
sensitiveness, and universalism between top and middle management 
levels. 
• Male and female managers perceive context sensitiveness differently. 
• Experience emerged as a factor, which affects perception 
towards, culture and some of its aspects. 
• Largest gap emerged on aspects, namely, ambiguity tolerance, power 
parity, context sensitiveness, inner-directedness. 
Findings Related to Perception towards present and desirable culture 
• There is a gap between the actual present culture of the companies and 
the desirable culture which manages want to have. 
Findings related to perception towards strategic dimensions 
• Strategic orientation of Indian Airlines and Sahara is guided by 
conventional - traditional approach. 
• Strategy orientation of Jet is guided by futuristic (blue- ocean 
strategy) approach. 
Findings related to corporate culture -strategy link 
• Certain aspects of culture have positive correlation with strategy. 
• Power parity has the strong correlation with strategy. 
• Ambiguity tolerance, future orientation, and intemality are positively 
correlated with strategy. 
• Context sensitiveness and narcissism are negatively correlated with 
strategy. 
• Openness and proaction are positively correlated with strategy 
Directions for future Research 
The present research explored many issues and justified the objectives set 
for the purpose. The present study had defined its scope; still a multi 
directional expansion with focus on related areas is possible. In the context 
of limitation of the study, and the experience gained during the study, some 
of the potential areas are identified for future researches. Potential areas for 
research move along quantitative research and qualitative research. 
Potential areas for research in terms of quantitative research 
1. To generalize the finding, broad representative sample should be taken. 
Sample size could be increased covering all the hierarchical levels as 
well as ground and in-flight personnel. 
2. Extensive coverage of all the companies under aviation industry could 
be done. 
3. Considering that corporate culture is an important ingredient of 
effective and efficient service, other industries, such as hotel, tourism, 
banking, insurance, IT to name a few could be taken for study. 
4. Besides service sector, study could be fruitful if conducted an other 
sectors also. 
Potential areas for research in terms qualitative research 
Future research directions are concerned with two reasons to study 
culture: 
1. Scientific reasons that pertain to the building of theories and concept 
development 
2. Action research reasons that relate to helping manage cultural issues in the 
organizations. 
Thus, the research can move along either two of the reasons discussed below, 
i. Academics industry interface: To imderstand the phenomenon of culture 
in depth, its effects on organizational performance and effectiveness, 
identifying negative aspects and their affect, an exhaustive case based 
study of one company could be carried out. Academician could work as a 
consultant and/or as an expert. The study could try to identify the aspects 
of strategy- cultural linkage, measures for their alignment, and identify 
specific cultural dimensions and values required in relation to specific 
strategy. The study could focus on the requirements techniques to build 
desirable culture to suit and expedite strategy execution. The study could 
illustrate clearly that what kind of corporate culture would lead to 
organizational effectiveness. 
Research done in the form of academic - industry interface would 
contribute towards generating new knowledge and clarity of concept, at 
the same time, it would help the organizations to decipher their own 
assumptions when a cultural analysis becomes relevant for some 
problems that the organization is trying to solve. 
Action research as an OD intervention: Research could be conducted to 
help the organizational members to analyze the culture, prepare a profile, 
and make action plan to deal with weak aspects. This could be done in 
steps, namely, identifying 
(1) Indicators of weakness of specific value/ aspect in the organization 
(2) Forces that make the value weak 
(3) Outcome of the weak aspect 
(4) Forces that can strengthen that value 
(5) Working on the action plan 
(6) After some months, reviewing the progress of the action plans, and 
(7) If necessary, follow the first step again. 
Thus, the present research study has substantial scope of extension in 
terms of both quantitative research and quantitative research. 
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PREFACE 
Corporate culture has a subtle but pervasive influence on companies and their 
leaders. It has an important bearing on organization's performance. It affects 
leadership/ managerial ability to make needed organizational improvements. 
Rapid globalization is resulting in organizations having workforce from 
diverse cultures. In response to the challenges of the new business 
environment in 21^ century, business organizations are forming strategic 
alliances to remain competitive. This upheaval puts an unprecedented 
pressure on employees to adjust to the new enviroimient and the values 
arising out of it. Since, culture is deeply rooted in an organization, any new 
action, or initiative is very carefully and critically observed and analyzed 
through the lens of existing culture. Only cultures that can help organizations 
anticipate and adapt to the envirormient changes will be associated with 
superior performance over long period. 
Aligning strategy and culture is imperative for competitive advantage. 
Contrary to the notions of strong corporate culture, in 21^ Century, a culture 
is strong if it fits its context, that is, business strategy. The strategically 
appropriate culture will be associated with excellent performance. Better the 
fit, better the performance; poorer the fit, poorer the performance. 
This research focuses on the corporate culture and strategy fit in the 
companies. In fast-changing business environments, to achieve superior 
performance, the companies require to introduce new strategies and corporate 
practices. To attain this, the companies need a culture that help to adapt to 
environmental changes smoothly rather than a culture, which is a hindrance to 
change. To be successful managers must grasp the ever-changing external 
environment of companies in order to imderstand the imderlying premises of 
many issues affecting existence, survival, and success of companies. 
The thesis comprises of eight main chapters followed by bibliography and 
appendices. 
The first chapter introduces various perspectives and context of culture. 
Global culture and national culture are described in this chapter in terms of 
context. The second chapter deals with the content of corporate culture, its 
patterns, and theories. Culture related concepts are also discussed in this 
chapter. The third chapter deals with strategy and strategic management 
process. The role of corporate culture during strategy implementation phase 
and its impact on organizational effectiveness are also discussed in this 
chapter. The fourth chapter presents the literature review. Relevant findings 
and excerpts of the literature reviewed are classified and presented with the 
aim of identifying the research gap. The fifth chapter presents the objectives, 
hypothesis, methodology, and limitations. It explains the justification to carry 
out the present study. The analysis of the surveyed data, interpretation, and 
discussion are presented in chapter sixth and seventh. The salient feature of 
these chapters is that, for the first time in the corporate culture literature, an 
attempt has been made to bring out the corporate culture-strategy fit. Besides 
analysis, the sixth chapter sets the background for preparing balanced 
scorecard. Chapter seven captures the essence of the thesis. In this chapter, 
strategic mapping and balanced scorecard are prepared. The concluding 
chapter presents the major findings and fiiture directions for research.The 
thesis ends with an after thought and bibliography followed by the 
appendices. 
The findings of the study may give a direction to the companies about the 
need to have a corporate culture- strategy alignment and act accordingly. For 
academicians, the study will be usefiU for critical appraisal of the latest 
developments in the area of corporate culture and strategy and it will prove 
helpfiil in providing the direction for the fiiture research. 
CHAPTER 1 
THE CONTEXT OF 
CORPORATE CULTURE 
CHAPTER -1 THE CONTEXT OF CORPORATE CULTURE 
Human beings are unique among all creatures having the ability to create and 
sustain culture. Culture is considered as behavior of human beings, together 
with material objects, which become an important part of this behavior. Man 
has shown the ability to build on achievements and develop the culture that 
societies represent. There is a close relationship between history of 
humankind and culture. The origin of culture is very old. Since the early 
civilizations, it is embedded in the lives of human beings. Many civilizations 
developed with many ups and down and now have completed a long journey 
to attain the present state. These developments were affected by respective 
cultures which themselves developed during the journey of humankind. 
Culture cannot be separated from the society. It would be interesting to 
analyze and understand the culture in detail to see how it developed. 
In this chapter the role played by culture in global arena, national 
environment, society, and organizations would be studied in detail to 
understand the context of culture. 
1.1 The Concept of Culture 
Culture related concepts include development of anthropology, evolution of 
culture, characteristics of culture, and theories of culture. All these aspects are 
discussed in detail below. 
1.1.1 Development of Anthropology 
Man has thought about his origin and wondered about his acts and deeds. 
Anthropology, as it has emerged over the last two hundred years, is the 
scientific approach to answering man's question about himself Anthropology 
is the study of man and his culture (Haviland, 1975:5). Anthropologist is 
Chapter-] The Context of Corporate Culture 
concerned with human beings only and his goal is to arrive at a relative and 
unbiased understanding of human diversity. The discipline of anthropology 
may be divided into two fundamental areas; namely, physical anthropology 
and cultural anthropology. Physical anthropology is concerned with man as a 
biological organization. The work of physical anthropologist lays the 
foundation for the study of man as the animal of culture. This study is referred 
to as cultural anthropology (Haviland, 1975:6). Cultural anthropology is 
studied under the areas of archaeology, linguistics, and ethnology. 
1.1.1.1 Archaeology 
It is concerned with finding and studying the material remains of earlier 
cultures. The archaeologists study the tools, pottery, and other relics that 
remain as the legacy of long-extinct cultures. By studying what ancient men 
left us, the archaeologist gathers evidence of the ways in which culture grows, 
changes, and interacts with other aspects of human existence. 
1.1.1.2 Linguistics 
The branch of cultural anthropology dealing with man's language is called 
linguistics. Linguistics also deals with the description and history of 
languages. 
1.1.1.3 Ethnology 
The ethnologist studies culture of the present through first-hand experience. 
'The ethnographer is an archaeologist who catches his archaeology alive' 
(Haviland, 1975:9). He learns a culture by learning how to behave acceptably 
in the society in which he is doing work. He tries to become a participant-
observer in culture, which he is studying. 
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1.1.2 The Evolution of Culture 
With the advancement of biological evolution, culture was incepted 1,000,000 
or more years ago with language, belief, tools etc. (Encyclopaedia Britannica, 
1993). The world 'culture' has different meanings, which are all derived from 
the original Latin. The meaning of culture is the 'training and refining of the 
mind, manners, taste, etc., or the result of this' (Webster's Dictionary, 1964), 
Culture as a concept is defined in many ways. Laypereon uses the word 
culture to indicate sophistication by saying that someone is very cultured. The 
broader concept of culture has been used by anthropologists who are 
interested in civilizational, social, global, national, tribal, and societal 
cultures, and refer to the customs and rituals that societies develop over a long 
period of history. Culture represents the human group in the same way as 
personality represents the individual. The response of the human group 
towards its environment is evident in the form of culture. Broadly speaking 
the term culture is associated with the humankind, civilization and societies as 
well as ethnic and regional groups. At the same time, it can be associated to 
the other human collectivities such as organization, profession or a family 
(Hofstede, 1980:50). 'Culture is the particular way of life in a specific 
society' (Foster, 1965:10). A human society is permanent organized 
population acting in accordance with its culture. Interestingly, an author 
expressed human society as an aggregate of its population and culture 
(Hoebel, 1956). 
In a narrower sense, the culture is associated with the climate and the 
practices that organization develops, and the beliefs, values, and norms of an 
organization (Schien, 1985:1). This is the culture referred to as organizational 
or corporate culture. 
To understand different shades of culture we will analyze some definitions 
briefly. The first clear concept of culture was provided by Arnold (1969). To 
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him 'culture is the pursuit of our total perfection by means of getting to know, 
on all the matters which most concern us; the best which has been taught and 
said in the world; and this knowledge, thought upon our stock relations and 
habits'. Culture for Arnold is the high and sophisticated culture leading to 
harmonious perfection. 
Tylor (1958:1) defined culture as 'that complex whole which includes 
knowledge, belief, act, law, morals, customs and any other capabilities and 
habits acquired by men as a member of society'. This definition suggested the 
complex nature of man, but has proven somewhat limited in defining the 
complexity of culture. Inherent in this is that we learn culture fi-om others, 
from our elders, or the past, and things, which we add to it. 
Kroeber (1948:253-401) equated culture with social heredity and called it the 
whole for social tradition. These statements use the term 'social' in an 
attributive sense. Society and culture, social and cultural are related concepts. 
As the society cannot be formed without individuals, there can obviously be 
no culture without a society. On the other hand, a cultureless human society is 
hard to imagine. 
Kroeber and Kluckhon (1952:181) proposed that 'culture is derived fi-om 
concrete behavior but is not behavior itself. They concluded that culture 
consists of pattern of behavior acquired and transmitted by means of symbols 
and artefacts. Such patterns and behavior are based on the traditional ideas 
and values and are characteristic of a special human group. 
Culture is both super organic and super individual (Kroeber, 1948:256). Super 
organic means there are certain properties of culture such as transmissibility, 
high variability, cumulativeness, value standards and influence of individuals. 
These properties of culture do not attach to the organic individual man as such 
but to the behavior products of societies of men, that is, to culture. It is super 
individual in the sense that the culture that is acquired by any individual is 
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existent before his birth and persists after his death. Individuals and groups 
are the carriers and creators of culture. 
1.1.3 Characteristics of Culture 
Through the comparative study of many cultures, anthropologists have arrived 
at an understanding of the basic characteristics which all cultures share 
(Haviland, 1975:14). Below five such characteristics are referred to briefly. 
Culture is learned: Culture is learned, not biologically inherited. Every 
person learns his culture by growing up in it. The process by which culture is 
transmitted fi-om one generation to the next is called enculturation (Haviland, 
1975:14). 
Learned culture is due to its openness and receptivity. The culture of today is 
received fi-om yesterday, that is, what tradition and transmission means 
(Kroeber, 1948:256). One aspect of culture is the receptivity to its own past, 
another feature is a receptivity that every culture shows toward cultural 
material worked out by other cultures. The acceptance of foreign elements 
and systems is termed as diffijsion. 
Culture is shared: Culture is a set of shared assumptions; it is that common 
aspect which makes the actions of individual understandable to the group. 
When people share a common culture, they can predict each other's actions in 
a given circumstance and react accordingly. 
Culture is based on symbols: All human behavior, art, religion, and money 
involve the use of symbols. The most important symbolic aspect is language. 
Salthe (1972:402) points out, 'symbolic language is the foundation upon 
which human cultures are built'. The institutions of these cultures could not 
possibly exist without symbols. Language is that method of communicating 
ideas, emotions and desires (Sapir, 1949:8), which help man to transmit 
culture from one generation to another. 
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Culture is integrated'. Each culture has different aspects such as social, 
economic, political etc., but these function as an interrelated whole. Each 
aspect affects the other one, which is called integration. Each part draws upon 
all the other part in some way for its continued existence, and its growth and 
development are dependent upon corresponding growth and development in 
the culture as a whole (Foster, 1965:20). 
Every culture has a value system: A value system gives stability to a culture. 
Values can be considered as balance wheels (Foster, 1965:24). Values justify 
the actions and thoughts and validate the way of life. 
1.1.4 Theories of Culture 
In connection to the theory of culture, there are two fi^ameworks, that of 
'culture patterns' and of'social structure' (Singer, 1968:528). 
1.1.4.1 Pattern theory of culture 
Kroeber and Kluckhon (1952:181), the proponent of this theory emphasized 
that the 'culture consists of patterns, explicit and implicit, of and for behavior 
acquired and transmitted by symbols. It constitutes the distinctive 
achievement of human groups, including their embodiments in artefacts. The 
essential core of culture consists of traditional ideas and especially their 
attached values. Culture systems may, on the one hand be considered as 
products of action, on the other as continuing elements of further action'. 
Culture is based on the study of behavior and behavioral products. Hallowell 
(1963:492) argued that cultural adaptation cannot be equated with, learned, 
and socially transmitted behavior. Boas (1911), Sapir (1949), Benedict (1943) 
and many others advocated general theory that emphasizes the study of 
pattern, form structure, and organization in culture rather the culture traits and 
culture content. 
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Culture patterns, mostly, persist as organised bodies of custom. Sometimes 
the patterns are also subject to change. This is 'cultural drift' (Sapir, 1927:8), 
which occurs in one direction whenever the human mind works collectively 
and unconsciously. Each civilization has 'ripeness' in the process of cultural 
growth and innovation (Kroeber, 1957). 
Pattern theory assumed the culture is created by individuals and groups and 
interacts with them as well as environment (Singer, 1968). This theory 
recommended the study of patterns, forms, structure, and organization in 
culture rather than cultural traits and content of culture. 
1.1.4.2 Social structure as a theory of culture 
This theory was developed by Radcliffe-Brown (1952:195). He defined social 
structure as a network or system of social relations including persistent social 
groups and differentiated social classes and social roles. It is assumed that 
each structural system is a functional unity in which the component parts 
contribute in a harmonious way to its existence and continuity. All kinds of 
social phenomena need to be studied not in abstraction or isolation, but in 
their direct and indirect relations to social structure, that is with reference to 
the way in which they depend upon, or affect the social relations between 
persons and group of persons (Radcliffe-Brown, 1952:195). Fortes (1953:21) 
argued that 'social structure and social organization are not just an aspect of 
culture but the entire culture of a given people handled in a special frame of 
theory'. Social structure is that special feature which the outsiders cannot 
observe directly. This social structure can be described by the pattern of 
behavior, which individuals and groups show and conform to their 
interpersonal relations (Radcliffe-Brown, 1952:195). At the very heart of the 
theory of social structure, is the concept of culture as a set of rules, implicit or 
explicit, of standardized modes of behavior and thoughts. 
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After understanding the concept of culture, it would be instructive to 
understand the culture related to various civilizations. When civilizations 
were developing, each had a culture peculiar to it, which became the binding 
force for its people. Some aspects of culture related to one civilization 
affected and influenced the culture of other civilization developing 
simultaneously. The next section deals with the cultures that developed during 
different civilizations in different parts of the world. 
1.2 Global Culture 
Urban revolution has brought a common core of certain basic trends. These 
trends transformed the simple societies into a high level of socio-cultural 
scale and complexity. This may be called a transition fi-om one organizational 
level to another level. This transformation was not unidirectional (Singer, 
1968:529). This transformation modified the society and its culture in such a 
way that the pattern of present day global environment emerged as a final 
product. 
Culture can be analyzed at different levels, as it exists at various levels, 
ranging from group to organizational, national to a global level (Barely and 
Erez, 1997:13). The present day global culture has emerged after a long 
process. Industrial revolution, which started in Europe, brought 
transformations in the society and the cultural life of the people. Advances in 
science and technology brought rapid and spectacular changes (Singer, 
1968:538). The development of technology could have been possible due to 
the skilled and better-educated workforce. These changes started a process of 
social levelling and social mobility. These changes were spread all over the 
world, bringing a new technical and socio-cultural order. The entire world 
became a global village having a global culture, which affects the national 
cultures of all the countries. 
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The people of the world are organized into nations and communities, each in 
its own way, according to its resources and cultural heritage. Though nations 
are similar in some aspects, they differ significantly in others. Some nations 
are economically developed; some are in the process of developing their 
natural and human resources. Some nations are democratic in nature while 
others are political dictatorships. Some are educationally, technically and 
socially advanced others are lagging behind in all these aspects (Newstrom 
and Davis, 1998:465). A global economy is now a reality. The shape of 
international trend has changed dramatically in the recent years. It is 
influenced by the emergence of the European community, revolutionary 
changes in the former Soviet Union and Eastern Europe and strong markets 
developing in China, India, Japan, Korea and many other countries. 
Patterns of work are changing because of different attitudes, values, and 
expectations from participants. Social, legal, political, and economic 
conditions too bring changes in the global culture. 
1.2.1 Social Conditions 
Social condition in a country is influenced by state of development of human 
resources. Some countries are beset with shortages of managerial personnel, 
scientists and technicians, which affect the productivity at local level. Needed 
skills are imported temporarily until the local workers are provided training. 
The lending of skilled people provides a more lasting benefit to the host 
country. As Newstrom and Davis (1998:465) pointed out that the traming 
multiplier effect is in action, with which the skilled people develop others, 
and those trained locals become the nucleus for developing more people. 
A significant social condition in many countries is that the local culture is not 
familiar with advanced technology and complex organizations. After the 
industrial revolution, western nations have adapted their culture to an 
industrial and organizational way of life but the pace of change is very slow in 
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some countries. The cultural background of some countries is still largely 
agrarian. 
Another social factor on which the nations can be compared is the work ethic 
of their employees. Cole (1992:53) analyzed the reasons Japanese employees 
are willing to work longer hours. He found that high cost of living in Japan 
produced a rational response among workers. They maximised their wages 
rather than reducing working hours. 
1.2.2 Legal and Ethical Conditions 
Legal systems, especially relevant employment laws and business practices 
vary across countries. The penalties for offences vary from culture to culture. 
Such differences create a severe dilemma for companies operating globally. 
1.2.3 Political Conditions 
Political conditions such as instability of different national governments and 
nationalistic drives have an impact on the culture (Newstrom and Davis, 
1998:468). Instability of the governments' spills over organizations. This 
instability leaves workers insecure and causes them to be passive and low in 
initiative. A strong nationalistic drive may impel locals to run their country 
and their organizations by themselves, without the interference of other 
countries. 
1.2.4 Economic Conditions 
Economic conditions of the countries influence respective cultures. The most 
significant economic conditions in less developed nations are low per capita 
income, rapid inflation, and unequal distribution of wealth. These conditions 
can impede the introduction and advanced technology and sophisticated 
organizational systems. 
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These conditions prevailing in various countries create a global culture where 
the positive and negative effects work together. Besides these conditions, 
individual countries practice diverse values, which add new dimensions to the 
global culture. Synthesis of compatible values can create a synergetic culture 
in the global arena. 
1.3 National Culture 
Culture differs across nations. People inhabiting these nations, have their own 
preferences for food, clothes, recreation, and time. Their assumptions about 
what is right and wrong vary greatly from one another (Barley and Erez, 
1997:17). 
The sharing of diverse values and experiences give rise to common 
viewpoints. When people think alike, they behave in same way. It becomes 
prominent that people visiting a particular place may identify the common 
behavior. Steinbeck (1966) discusses this reality and says 'there is something 
unique about Americans that leads to their identification by people from other 
countries'. 
1.3.1 Hofstede's Dimensions of National Culture 
Hofstede (1993:12) argued that a society's values are among the most 
influential cultural differences. He studied national culture in sixty countries 
and identified five major dimensions that accounted for the sharpest 
differences among employees. These may be called individual-difference 
factors that are described below. 
Individualism vs. Collectivism: According to Hofstede (1980), 'individualism 
refers to the degree to which individuals in a culture are expected to act 
independently of other members of the society'. Collectivism emphasizes the 
subordination to the group and harmony among group members. 
Individualistic societies acknowledge the individual rights and freedom, to 
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place attention on self-respect, and relationships among members of 
individualistic cultures are loose. In collectivist cultures, cohesive groups give 
individuals their sense of identity and belonging and demand loyalty in return. 
In some countries individualism is considered as a source of well being, U.S., 
Australia, England, Netherlands, and France are some of the countries, which 
have individualistic culture. On the other hand, India, Japan, Brazil, China, 
and Pakistan have collective culture. 
Power Distance: According to Hofstede (1980:218), 'power distance refers to 
the extent to which the members of a nation are willing to accept an unequal 
distribution of power, wealth, and prestige'. In low power distance cultures, 
inequalities are not accepted easily. Hierarchies are not advocated in such 
cultures. U.S., Denmark, Australia, England etc. are low power distance 
countries where empowerment is provided to mostly all the individuals. On 
the other hand, Japan, India, Pakistan, Brazil, Hong Kong etc. are high power 
distance countries where decision making rests with the higher levels of 
hierarchy. 
Uncertainty Avoidance: According to Hofstede (1980:219), 'uncertainty 
avoidance involves the ways in which human societies cope with uncertainty'. 
Different cultures have different levels of tolerance for uncertainty, 
ambiguity, and unfamiliar risks. Members of such cultures, where high level 
of uncertainty avoidance exists, feel helplessness against uncertainties. On the 
other hand, in low uncertainty avoidance cultures, people accept innovative 
ideas and do not fear change very much. Uncertainty avoidance is high in 
Greece, Portugal, Japan, and Pakistan; while it is low in U.S., Australia, India, 
and Canada. 
Masculinity vs. Femininity: According to Hofstede (1980:159), 'masculinity 
refers to clear gender roles in the society'. In highly masculine cultures, men 
are considered more assertive and women, nurturing. Emphasis is placed on 
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work goals related to the career advancement and earnings and women hold 
fewer professional and technical jobs. In feminine cultures, emphasis is 
placed on work goals related to the interpersonal relationships, caring for 
others, greater balance between family and work life and physical 
environment. Japan, Australia, Germany, Italy etc. are highly masculine 
culture while India, U.S., Denmark, and Singapore are feminine cultures. 
Time Orientation: According to Hofstede (1993:12), 'some cultures accept 
values such as the necessity of preparing for the future while other cultures 
value the past and rich traditions and the need to fulfil historical obligation'. 
Cultures, which value the future, have long-term orientation such as Japan, 
China, and Hong Kong. Cultures, which value the past, have short-term 
orientation such as France, Russia, India, West Africa. 
1.3.2 Other Classification of National Culture 
Earley and Erez (1997:27) discussed two other aspects of culture, namely, 
self-focussed and group-focussed. These are individual dimensions, which 
demonstrated by a large number of people, form the cultural pattern of 
societies. Self-focussed persons look to themselves to judge their actions, are 
introspective, and think about their personal goals and actions. Group-
focussed persons look to others to get approval for their actions, and they 
think about the consequences of their actions. Etziomi (1968) pointed out that 
man has the ability to master his internal being, and the main way to self-
mastery leads to his joining with others like himself in social acts. Some of 
the self-focussed cultures are U.S., England, and Canada etc. On the other 
hand. South Korea, Japan, Taiwan, India, Malaysia etc. are group-focussed 
cultures. Some cultures reflect both characteristics of group and self-focus. 
These dimensions and individual differences of individual cultures become 
the very basis of national culture having multicultural aspects. 
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Bonvillian and Nowlin (1994:45) identified two types of cultures- high 
context and low context. In high context cultures, people use situational cues 
to develop a complete profile of the visitors. Japan, India, China, Korea etc. 
are high context cultures which emphasise personal relations, place high value 
on trust, and pay attention to social needs. In low context culture, people 
interpret cues more literally. Germany, U.S., England, Australia etc. are low 
context cultures which rely on written rules, conduct business first, and value 
expertise and performance. 
1.3.3 Barriers to Cultural Adaptation 
Individuals visiting other countries and expatriate workforce find many 
obstacles to smooth adaptation to a new culture. Such persons are required to 
have cultural awareness to adjust in the global environment. When persons 
belonging to different cultures come in contact, they may feel unease. 
Adaptation to the new cultures becomes difficult for these persons. This may 
be termed as barrier to cultural adaptation. Individual differences, power 
distance, uncertainty avoidance, masculinity/ femininity and individualism/ 
collectivism, parochialism, ethnocentrism, cultural distance and cultural shock 
are those barriers, which pose problems to the individuals (Newstrom and 
Davis, 1998:473). Some aspects are discussed above, the remaining are 
discussed below. 
Parochialism: People are parochial when they see things around them fi"om 
their own perspective. They are unable to recognize the difference between 
their own and others' culture (Newstrom and Davis, 1998: 474). 
Ethnocentrism: When people believe that, the cultures and conditions of their 
homeland are best, it become barrier to adaptation to another culture. This 
ethnocentrism is a culprit in smooth adaptation. Copeland and Griggs 
(1988:52) argued that cultural empathy is necessary to have geocentric 
attitude, which seeks to integrate the various cultures and their interests. 
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Cultural distance'. It is the amount of difference between any two cultures, 
which may range from minimal to substantial. Cultural amalgamation of those 
cultures having significant distance is very difficult to take place (Hofstede, 
1980: 43). 
Culture shock: According to McEnery and DesHamais (1990:44), the 
feelings of confusion, insecurity and anxiety caused by a strange new 
environment lead to low self-confidence. These feelings occur due to cultural 
shock. These barriers to cultural adaptations can be minimized if people 
realize that the trends of other culture are different from their respective 
cultures. Some of the trends become so forceful that they affect the national 
cultures of different countries. 
On the other hand, within a nation many variations on cultural dimensions are 
also possible. Punnet (1989:157) have pointed out that in a multi-cultural 
country it is interesting as well as important to understand the effect of 
cultural differences on organizational members. Cult culture, folk culture, 
tribal culture, regional culture, and religious culture are different forms of 
sub-national culture. In the Indian context, sub-national cultures are very 
prominent based on regions, tribes, languages, and religions. Cultural 
differences in India are expressed through many facets, which are described in 
the following sections. 
1.4 The Special Case of Indian National Culture 
Societies are formed when cultural development takes place in the groups of 
human beings. When a society has cultural as well as social unity, we may 
call it 'nation'. The acceptance of any political order by people is the very 
basis of the modem concept of nationhood (Husain, 1978). Geographical, 
cultural, and linguistic unity and a common history are the characteristics 
found in most nations. 'Society (nation) is a social system characterised by 
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the highest level of self-sufficiency in relation to its environment' (Parsons, 
1977). 
1.4.1 The Basis of Indian Culture 
India of today has a geographical unity to a degree, which very few states can 
boast. On the other hand, India has all the natural resources necessary for a 
balanced economy. Where geographical and economic imity exists, it is 
expected that cultural unity will be there as physical and economic factors 
influence and shape cultural life of a nation. Husain (1978) argues that there is 
basic unity in the thinking, feeling, and living of Indians. Which increases and 
decreases with the national political thought but never dies. A common 
history is another force, which binds the people of India together. People who 
came to India from other countries have been living side by side with the 
original inhabitants for thousands of years. While the factors mentioned above 
are unifying factors, there are some forces of division, which encourage 
separatist tendencies. Some of these factors are race, religion, and language. 
1.4.2 Impact of Various Cultures on Modern Indian Culture 
India has a very strong cultural heritage. Indus valley civilization had many 
features, which became a part of the common culture of India (Husain, 1978]. 
Confluence of the different streams, the Dravidian Culture and the Vedic 
Culture, gave birth to the first national culture of India. Aryans evolved a 
religion, a language and a new social order and colour based stratification 
system. Some of these are essential ingredients of the national heritage today 
(Oomen, 1998:229). Great progress was made during Vedic Hindu culture in 
political and economic organizations as well as in material civilization. 
One of the major events in the making of present day India was the rise of the 
three Indian protestant religions, namely. Buddhism, Jainism, Sikhism 
(Oomen, 1998:230). 
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Another important event in the creation of national culture occurred through 
the spread of some of the world religions into India. The contact between 
Hindu culture and Muslim culture took place when the Muslims came to India 
(Husain, 1978). Muslims brought with them a new language of administration 
(Persian), a rich Persian literature, a legal system and a system of medicine -
the Unani. Their innovation in land reform and administration had a deep 
impact on the Indian Society (Oomen, 1998:231). The amalgamation of these 
two cultures served as the background of a new national culture called as 
Hindustani culture. The root of a common culture is always a common 
language (Husain, 1978). The mixture of Persian with a dialect of western 
Hindi spoken in and around Delhi had produced a new language known as 
Hindustani, which later became Urdu and influenced the culture as well as 
language of India. One of the important features of the Hindustani culture was 
the primacy of the group over the individual. 
Next important event in the making of India was the cultural influence the 
British had on Indian life after western colonisation. The British brought their 
religion and language with them. The British made efforts to modernize India 
and in the process, a series of 'izations' started. These are industrialization, 
politicization, democratization, professionalization, bureaucratization, and 
secularisation (Oomen, 1998:237). These 'izations' affected Indian society and 
produced two powerful forces: Individualism and automization of the 
institutions. 
1.4.3 Towards a New National Culture 
The long historical process has produced an extremely complex society 
having a complex culture. This led to an amalgam of four basic dimensions: 
social stratification, cultural heterogeneity, caste hierarchy, and religious 
plurality. Indian society is stratified based on class, gender, age, power, and 
rural-urban disparities. However, class and gender differentiation are more 
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complex because of their interpenetration with caste and religion. Some 
trends are emerging in the society, which show a great promise towards the 
national culture of India [Oomen, 1998:239]. These trends are described 
below. 
1.4.3.1 Cumulative to dispersed dominance 
The phenomenon of cumulative domination produces some dominant 
categories. However, the dominance has not disappeared totally but it is 
declining. Upper caste used to have a disproportionately large representation 
in political and administrative bodies. This trend is witnessing a downslide 
due to universal adult franchise and dispersal of modem education. Women's 
representation in profession and administration has been in existence for some 
time. India is gradually becoming an 'open society' and there is a shift from 
cumulative to dispersed dominance. 
1.4.3.2 Movement from hierarchy to equality 
Indian culture is a classic example of institutionalized inequality evolved by 
the caste system. Inequality was rooted in the society by social division of 
labor. The social transformation is visible in the political and occupational 
arena. Scheduled caste, scheduled tribes, and other backward classes have 
been empowered. In the occupational context, there is disengagement 
between caste and occupation. Therefore, the broad trend today is a 
movement from hierarchy to equality. 
1.4.3.3 Transformation from collectivism to individualism 
Traditional Indian society placed emphasis on group and community over the 
individual. Indian culture preferred collectivism. After the influence of 
western culture and the introduction of 'izations' in the Indian culture, the 
value-orientation towards collectivism gradually declined (Oomen, 
1998:241). In the modem industrial urban sector, individualism is more 
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evident. The trend in social transformation is from collectivism to 
individualism. 
Hofstede (1980) found that the culture of India is toward large power distance 
(hierarchy based on age, power, wealth and prestige), low individualism, 
weak uncertainty avoidance (less potential to cope with uncertainty), and low 
masculinity (work goals concerning interpersonal relationships). 
Attitudes and customs of the members of the nation affect the organizations 
and their members who are a part of the nation. Contextual culture or national 
culture has the ability to guide and steer the actions of the organizations. 
At the same time, every organization has some special features of its own. 
Though operating in the same environment, different organizations have 
different cultures and problem solving abilities. This unique character of the 
organizations is termed as 'corporate culture' or 'organizational culture' 
described in detail in the next chapter. 
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Business is an important activity of the society that is carried on by business 
organizations. These organizations are a part of the larger system- the nation. 
These corporate entities have their own culture. This culture is influenced by 
larger cultural processes. Different cultural processes are associated with the 
environment of the organization. Every organization expresses aspects of the 
national, regional, industrial, occupational, and professional cultures in and 
through which it operates (Phillips et al., 1992). 
The present study is aimed at understanding and analyzing the dynamics of 
corporate culture and its role in the strategy formulation, which have an 
impact on the effectiveness of the organizations. In this section, the concept of 
corporate culture will be discussed. 
2.1 Dynamics of Corporate Culture 
The shift of culture from broader aspects into groups opened the door to the 
study of organizational culture, since organizations are groups. Herskowitz 
(1948:625) for the first time related the idea of culture to the groups. 
Organizational culture studies surfaced in early 1970s when scholars paid 
attention to culture and related corporate realities, influencing and affecting 
the way of life in the organization. 
2.1.1 Conceptualizing Corporate Culture 
Pettigrew (1979:572) explained culture as a 'system of publicity and 
collectively accepted meanings operating for a given group at a given time. 
This system of terms, forms, categories, and images interprets people's own 
situation to themselves'. The idea of collectively accepted meanings is 
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prominent which suggests that the culture is related to those things that can be 
shared. Louis (1983:40) also came up with the idea of common understanding. 
She defined organizations as 'culture-bearing milieux'. Organizations are 
culture-bearing milieu, that is, they are distinctive social units possessed of a 
set of common understanding for organising action. Trice and Beyer (1993:2) 
termed culture as a 'collective phenomena that embodies people's responses to 
the uncertainties and chaos that are inevitable in human experience'. 
The above-mentioned definitions emphasize on the common thread shared by 
the members of the organization. The idea of sharing is central to the concept 
of organizational culture. Sharing has two contradictory meanings - one 
implies the similarity and the other emphasizes separateness. Sometimes 
people have common experiences; they are involved with each other and do 
the same things. This type of sharing works as a glue and binds the 
organizational members. On the other hand, sometimes people working 
together do different things separately. They have different experiences but 
participate and contribute towards the organizational life. Subcultures in the 
organizations are formed because of differences among organizational 
members (Hatch, 1997:55). 
The conception of organizational culture advanced by Schein (1985:5) also 
holds the notion of collective understandings. Culture has been defined as 'the 
pattern of basic assumptions that a given group has invented, discovered, or 
developed in learning to cope with its problems of external adaptation and 
internal integration, and that have worked well enough to be considered valid, 
and, therefore, to be taught to new members as the correct way to perceive, 
think, and feel in relation to these problems'. 
Weick (1985:329) regarded organizations as knowledge systems and viewed 
organizational culture in terms of managerial information processing. Pareek 
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(1991) defined culture as the cumulative beliefs, values, and assumptions, 
underlying transactions with nature and important phenomena. 
2.1.2 Major Elements of Corporate Culture 
Two key elements help understand corporate culture. These two elements are 
content and strength of culture (Sathe, 1985:15). The content of culture 
determines its effectiveness because content describes the direction in which 
culture influences behavior. The strength of culture determines its efficiency. 
We shall now discuss these two elements in detail. 
2.1.2.1 Content of culture 
As stated earlier, content influences the pattern of behavior of the 
organizational members. The content is derived mainly from different sources 
shown in Exhibit 2.1. First, the founder or leader has a great impact on the 
culture as he chooses the basic mission and the environmental context in 
which the organizations operate and strong assumptions and values about the 
role of the organization. Second, employees are the immediate source of 
outside influence on the culture. New members bring with them the influences 
of multiple institutions. Institutions such as family, religious institutions, 
educational systems, clubs, societies etc. have a powerful impact on the mind 
of people, which become evident in their behavior. Third, the learning 
experiences of group members in the organization working together and 
facing problems encourage them to evolve the solutions to cope with them. 
Fourth, the influence of the business environment and the industry in which 
the organization operates, shape the culture. 
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2.1.2.2 Strength of culture 
As the direction of behavior is provided by content, intensity of the behavior 
is influenced by its strength. According to Sathe (1985:16) three features 
determine the strength. First, thickness of the culture implies that there are 
many important assumptions shared and internalized by the members. 
Cultures having many layers of shared beliefs and values have strong 
influence on behavior. Second, the extent of sharing, how widely the beliefs 
and values are shared, influence the strength. If every member of the 
organization internalizes the shared assumptions it will be strong culture. 
Third, clarity in order of assumptions helps in prioritizing, especially when 
conflicting situations arise. Some assumptions are more important than others 
are. This order is unambiguously known to every member of the organization. 
Exhibit 2.1 Sources of Influence on Culture 
Company's core 
values statement 
Signs, symbols, stories, 
rites and ceremonies: 
Encouraged by the leader 
The leader: What he 
or she says and how 
he or she behaves 
Content of organization's 
culture: Its shared values, 
traditions, and norms 
Employees' pre-existing 
values 
Management practices: 
Training, procedures, and 
processes 
Organization's 
traditions 
Source: Adapted from Dessler G (1998:366). 
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2.1.3 Types of Corporate Culture 
Deal and Kennedy (1992:107) opine that social and business environment in 
which the organization operates influences the culture most. They provided a 
typology of culture based on two criteria: 'the degree of risk associated with 
the company's activities and the speed at which companies and their 
employees get feedback'. The four types are listed below. 
The tough-guy, macho culture: Culture where members take high risks 
regularly and get quick feedback regarding their actions. 
The work hard/play hard culture: Culture where taking action is prominent; 
few risks are taken but quick feedback is sought. 
The bet-your-company culture: Culture where high stakes are attached to 
decisions, high risks are taken, but feedback is very slow. 
The process culture: Culture where much emphasis is on how things are done 
and feedback is very slow. 
According to Deal and Kennedy (1992), no organization falls into the pure 
culture type. A mix of all types of culture is found in every organization and 
its constituents. 
Another important typology is provided by Handy (1976) that is described 
below. 
The club or power culture: The organizations having club culture divide 
work by function or product. Power is dictated by centre. Members away from 
centre have less power and influence. 
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The role culture: Culture is formed around jobs, rules, and procedures. 
Rationality and logic are important in this culture and people who fit into jobs 
are hired. 
The task culture: In this culture, continuous and successful solutions of 
problems are important. The performance of the members is judged by the 
success of the outcomes. 
The person culture: In this culture, organization performs different functions 
to help the individual who is a professional. Resources are provided to the 
person to carry out the function. 
Quinn and McGrath (1985:330) proposed four types of culture, namely, 
rational (market), developmental (adhocracy), consensual (clan), and 
hierarchical (hierarchy). Pareek (1997) also suggested four types of culture 
namely autocratic, bureaucratic, technocratic, and entrepreneurial. 
The preceding discussion indicates that corporate culture has been understood 
and conceptualized by different scholars differently. In the next section, we 
will discuss the dominant perspectives and approaches related to corporate 
culture. 
2.2 Perspectives and Approaches in Corporate Culture 
In the previous section, we have seen that corporate culture is complex to 
understand and has many dimensions. Various researchers have described it 
from different perspectives. These varied perspectives have been categorized 
by a few authors (Hatch, 1997:217 and Sathe, 1985). There are many 
variations in methods and focus in describing corporate culture (Martin, 
1992). Some researchers view it as an independent variable that can be 
manipulated and changed to attain desired ends (Davis, 1984). Others view 
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organization as culture itself (Smircich, 1983). In the next section, we aim to 
understand these perspectives. 
2.2.1 Adaptationist Perspective 
This perspective views culture as directly observable pattern of a community. 
They see the overt aspects of corporate life and tend to call these happenings 
as culture. These overt aspects are patterns of behavior of organizational 
members, their speech, and use of material objects. Organization culture has 
been described having reproductive and adaptive capacity (Van Maanen and 
Barley, 1985:32; Pettigrew: 1979:578). Crouch and Yetton (1988) have 
studied the process of adaptation. Keesing (1974:74) described culture as 
'socially transmitted behavioral patterns that serve to relate human 
communities to their ecological settings'. The cultural adaptationists relate the 
cultural change in the organization to the changed behavior of employees. 
A concise view of organizational culture is presented by Van Maanen and 
Barley (1985:50). They consider organizational culture as a product of four 
attributes: ecological context, differential interaction, collective 
imderstandings, and reproductive and adaptative capacity. The first two 
attributes are the structural prerequisites of organizational culture. For the 
creation of culture two things are necessary, namely, formation of a group by 
the people and their interaction with one another. The third attribute, namely, 
collective understanding is central to the concept of organizational culture. 
When members give similar meanings to one happening or situation it leads to 
the sustaining of culture .Van Maanen and Barley (1985:51) argue that it is 
very difficult for an organization to have 'unified culture'. The organizational 
members bring different influences with them when they join the organization. 
The fourth attribute, the presence of reproductive and adaptative capacity, 
emphasizes that organizational culture is not fixed and immutable. It is 
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dynamic and has the power to grow. Pettigrew (1979:572) also argued in the 
same manner and said that past events play a key role in the formation of 
corporate culture. Nevertheless, these past events should not hinder the change 
process. The idea of reproductive and adaptive capacity of culture is 
facilitated by Crouch and Yetton (1988) also. They discussed that with the 
entry of new manager in the organization a new equilibrium is maintained. 
The interaction between the manager and the subordinate can lead to mutual 
trust when performance of both persons is high or to mutual distrust where 
performance of both is low. 
2.2.2 Ideational or Cognitive Perspective 
Yet another perspective views culture as a system of shared ideas, knowledge, 
and meanings. Culture is something, which is deeply rooted and is covert 
aspect of the organizational life. Culture is like an iceberg of which most of 
the past is hidden and only a small portion is evident to others. According to 
Sathe(1985), within the ideational perspective there are two approaches to 
define culture, namely, functionalists approach and symbolic-interpretive 
approach. 
2.2.2.1 Functionalist approach 
The proponents of this approach consider culture as an independent or internal 
variable meaning that culture is something that organization 'has' (Davis, 
1984). It has been described as a set of assumptions (Schein, 1985), 
internalized beliefs and values (Sathe, 1985), rituals and ceremonies (Deal and 
Kennedy, 1982; Trice and Beyer, 1984:653), shared managerial practices 
(Hofstede, 1998), shared values (O Reilly et al, 1991), myths (Myer and 
Rowain, 1977), and symbols (Dandridge et ai, 1980). 
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Among these, the theory propounded by Schein is most influential. In Schien's 
theory, culture exists on three levels ranging from latent to manifest. At the 
latent level lies a core of beliefs and assumptions. At the manifest level are 
artefacts and creations. In between lay values that can be tested in physical 
environment. Schein's model of culture is shown in Exhibit 2.2. 
Schein considers that the core of basic assumptions and belief is the essence 
of culture. This core guides the values and behavioral norms, which the 
members recognize, respond to, and maintain. These values and norms 
influence the choice and actions of the members manifested in the form of 
artefacts. 
From this model, we can infer that culture is a two way process and hence 
dynamic in nature. Culture is driven from the inside out that is from the depth 
of assumptions to the artefacts. Simultaneously the artefacts are interpreted 
Exhibit 2.2 Levels of Culture 
Artefacts 
Espoused values 
Basic underlying 
assumptions 
Visible organizational structure and processes 
(hard to decipher) 
Strategies, goals, philosophies 
(espoused justifications) 
Unconscious, taken-for-granted beliefs, perceptions, 
thoughts and feelings 
Source: Adapted from Schein E (1985:17). 
28 
Chapter-2 The Content of Corporate Culture 
differently which affect and transform the values and assumptions. Visible 
organizational structure and processes demand changed values, which further 
change beliefs, perceptions, and thoughts. 
The transformation of values to assumption takes place only when the values 
consistently show the desired organizational outcomes as well as internalized 
by the members. Sinha (1995:199) having the same perspective of corporate 
culture argued that ethos of a group is expressed in the culture. He listed some 
characteristics, which are instrumental in forming culture. These set of 
characteristics are given below. 
1. Goals and objectives of the organizations and different ways by which 
members perceive and react to them, 
2. Technology of the organization, its structure and different functions 
performed by the organization, 
3. Behavior shown by the members. 
Sinha (1995:203) opined that for an organization to work in a consistent and 
purposive ways, its diverse features and forces should fall into an integrated 
pattern. Sinha viewed external adaptation of the organizations with an Indian 
perspective. In India, organizations are embedded in their socio-cultural 
milieu, which have the permeable boundaries. Because of this, integration 
might take place at three levels: within the organization, between the 
organization and the environment, and between the forces in the environment. 
Interface of all the three levels create the corporate culture. 
Pareek (1990) also relied on the functionalist approach to study culture. 
According to Pareek, culture related concepts could be seen as multi-level 
concepts. Values, beliefs, attitudes, and norms are interrelated. When beliefs 
and values interact with each other, attitudes are formed. Attitudes of the 
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groups produce norm. This institutionalized social phenomenon is termed as 
culture. 
James Hunt (1991:221) represented a peeled-onion view of organizational 
culture. According to him, culture should be sifted at several layers. This view 
is shown in Exhibit 2.3. 
Exhibit 2.3 Peeled Onion View of Organizational Culture 
Source: Adapted from Hunt J (1991:221). 
Layer one includes cultural artefacts, which are the obvious signs and symbols 
of corporate culture. This layer is supported by patterns of behavior. These 
obvious signs and behavior are guided by values and beliefs. Basic 
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assumptions are the foundations of values and beliefs and make a chain of 
influences. 
Therefore, we note that within the functionalist approach itself different 
researchers have studied culture at different levels. Though there is, a 
consensus on that culture of an organization is formed when members have 
certain beliefs, values, attitudes and norms and these are manifested in the 
artefacts. However, some thinkers view it as three levels concept while others 
argue that culture has four levels. 
2.2.2.2 Symbolic-interpretive approach 
The proponents of this approach assume that cultures are socially constructed 
realities. It describes how organizational realities are socially constructed. 
These researchers do not agree with the concept of culture as a separable 
quality, which the organizations have. The emphasis is on the interpersonal 
association and relationships in the organizations. Organizational members 
make, use, and interpret symbols. The use and interpretation of the symbols 
have the way for the creation of culture. 
Culture as a symbolic interpretive perspective has been studied by many 
scholars. It has been described as webs of significance (Geertz, 1973), 
symbols, myths and legends (Clarke, 1970; Mitroff and Kilman, 1976) and 
how individuals interact in daily organizational life (Weick, 1979). Trice and 
Beyer (1984:655) and Pondy et al. (1983) also emphasized symbols to 
understand culture. Smircich (1983) brought the notion of root metaphor. 
Louis (1983:40) called 'organizations as culture bearing milieux'. Geertz 
(1973) provided the framework to study organizational culture as a pattern of 
meaning created and maintained by the human association. This association 
takes place through shared values, traditions, and cultures. Geertz (1973) 
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argued that 'man is an animal suspended in webs of significance he himself 
has spun.' He viewed culture to be those webs. He, therefore, argued that 
'analysis of it is not an experimental science in search of law but an 
interpretive one in search of meaning'. 
Smircich (1983:341) collaborates this viewpoint when she says that culture is 
something an organization 'is'. Therefore, cultural analysis of organizational 
life is required to imderstand it. This view is termed as 'root metaphor' or 
'culture metaphor'. Customs and traditions, stories and myths, artefacts, and 
symbols have a special place in culture metaphor (Hatch, 1997). Emphasis is 
on meaning given to the events by the organizational members. This meaning 
provides a distinct characteristic to the group. This leads to the formation of 
social reality, unique to members of a group. Image of the manager or leader 
is also a symbol, which is interpreted by in many ways by the members of the 
organization. 
Louis (1983) presents a sociological and psychological context for the study 
of corporate culture. She describes the organizations as culture-bearing 
milieux. Organizations provide the setting through which the cultures may 
develop. Culture metaphor approach provides more holistic view of the 
organization. Organizations are social units possessing common 
understanding for taking actions. Language and other symbolic vehicles 
express the common understanding. 
Despite several perspectives and approaches, there is a common 
understanding that organizational culture has certain building blocks. These 
foundations and components of culture are described in the next section. 
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2.3 Building Blocks of Corporate Culture 
This section identifies various building blocks that constitute a culture. 
Hofstede (1980) has used the term building blocks of corporate culture. These 
building blocks vary from intangible to tangible ones and operate at different 
levels. Some are rooted deeply and are unconscious to those members also 
who hold them. Others are overt manifestations, which can be seen and felt. 
Culture researchers have not reached a consensus on the number of levels at 
which culture operates. A comparison of various levels, described by four 
researchers is presented in Exhibit 2.4. 
Although the term assumptions or beliefs, values, norms, and behavior appear 
similar, they represent different but interrelated levels. After analysing 
different views, the researcher is of the view that basic assumptions and 
beliefs are more or less same. To uncover the levels of culture, therefore, we 
will discuss basic assumptions and beliefs, values, norms of behavior, and 
artefacts. 
2.3.1 Basic Assumptions and Beliefs 
When the members of an organization do not need to think consciously while 
solving a problem, they depend on the premise of basic assumptions or 
intuitive beliefs. When the solution comes natural to the persons, it is assumed 
to be taken for granted. People do not feel a need to put in extra efforts to 
pluck out the solution. People really believe that nature works this way. These 
are some dominant orientations, which guide the members of jiny unit 
(Kluckhon and Strodback, 1961). 
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Exhibit 2.4 Levels of Culture Ranging from Core to Manifestations 
Schein's view 
Basic underlying 
assumptions 
Espoused values 
Artefacts 
-
Pareek's view 
Values and 
belief 
Attitudes 
Norms and 
behavior 
-
Dyer's view 
Tacit 
assumptions 
Values 
Perspective 
(norms and 
behavior) 
Cultural 
artefacts 
Hunt's view 
Basic assumptions 
Values and beliefs 
Patterns of behavior 
Artefacts 
According to Schein (1985, 1992) assumptions form the core of an 
organization's culture and create the patterns of thinking, perception, and 
feelings shown by the members of the group. Assumptions represent what 
members think to be the reality (and which is not open for discussion). 
Persons do not like their assumptions to be questioned. This becomes the 
unquestioned truth, which affect every aspect of culture. When the basic 
assumptions are challenged, persons feel anxious and exhibit defensiveness. 
People find it difficult to tolerate such anxiety. Therefore, they perceive the 
event happening around them in congruence with their assumptions. 
Assumptions provide the focus. To behave according to assumptions is a 
psychological process. Culture derives its ultimate power fi-om this 
psychological process (Schein, 1992). This process or defence mechanism 
allows the group to function continuously. When culture operates as a set of 
basic assumptions, it provides direction to the members as it helps decide what 
to pay attention to, what things mean, how to react emotionally, and how to 
behave in different kinds of situations. People having the same assumptions 
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mix up easily and feel comfortable with each other. People having different 
assumptions about the same things do not understand each other, misperceive, 
and misinterpret the actions of others (Douglas, 1986). 
Schien further argues that to understand the content and dynamics of culture, 
one should know those aspects, which provide information about how basic 
assumptions arise and why they persist. He categorises these aspects into two 
groups shown in Exhibit 2.5. These two aspects are: 
1. External adaptation, and 
2. Internal integration 
2.3.1.1 External adaptation 
There are certain issues, which the organizational members identify with all 
through the organization's life cycle. The process of culture formation at the 
initial stage of the organization is based on assumption and beliefs toward 
those issues. The problems of external adaptation and survival determine the 
coping cycle that any organization should try to maintain. The essential 
elements of that cycle, provided by Schein (1980) are mission and strategy, 
operational goals, means to achieve goals, means for ensuring results, and 
correction. 
2.3.1.2 Internal Integration 
To maintain the viability of the organization and to adapt to its external 
environment, a set of internal relationship among its members must be 
developed and maintained. There are many internal issues identified by Schein 
(1980), which the organizational members must deal. These issues are listed 
below. 
• Creating a common language and conceptual categories 
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Defining group boundaries 
Distributing power and status 
Developing norms of intimacy and friendship 
Defining and allocating rewards and punishments 
Explaining the unexplainable 
Exhibit 2.5 Schein's External Adaptation vs. Internal Integration 
Tasks 
External Adaptation Tasks 
Developing consensus on: 
1. The core mission, fimctions and 
primary tasks of the organization 
vis-a-vis its environments. 
2. The specific goals to be pursued 
by the organization. 
3. The basic means to be used in 
accomplishing the goals. 
4. The criteria to be used for 
measuring results. 
5. The remedial or repair strategies 
if goals are not achieved. 
Internal Integration Tasks 
Developing consensus on: 
1. The common language and 
conceptual system to be used, including 
basic concepts of time and space. 
2. The group boundaries and criteria for 
inclusion. 
3. The criteria for the allocation of 
status, power and authority. 
4. The criteria for intimacy, friendship 
in different work settings. 
5. The criteria for the allocation of 
rewards and punishments. 
6. Concepts for managing the 
unmanageable-ideology and Religion. 
Source: Adapted From Hatch M J (1997). 
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2.3.2 Values 
A person's actions are guided by the values held by him. Values are the social 
principles, goals, and standard of within a culture, which provide intrinsic 
worth to it. 'These are the bedrock of corporate culture'. (Deal and Kennedy, 
1992:21). Values provide a sense of guidance for routine behavior. They 
define what the members of an organization care about. Hatch (1997:214) 
argues 'Values constitute the basis for making judgements about what is right 
and what is wrong'. In this sense, they are evaluative in nature and considered 
as moral code. As values are referred as moral code, they tend to be associated 
with strong emotions. Values are of reflective nature as they represent the 
views of the person holding them. They are not objective qualities but 
relational in nature. It suggests that they are values for someone (Beattic, 
1964). Values define what is valued and specify what is important to the 
members of a culture (Hatch, 1997:215). Values work as a defining element, 
which pave way to norms, symbols, rituals and other cultural activities. 
Schein (1985) discusses the term espoused values in the sense that these can 
be easily detected and debated. Still they are powerful and difficult to change. 
2.3.2.1 Institutionalizing values 
Values must be deeply rooted in the organi2^tion. Organizations have a 
process of internalization or institutionalization of the common values. 
Espoused values are transformed into the shared values through the process of 
cognitive transformation. When this transformation process occurs, shared 
values prevail in the organization. When the organizational members share, 
values they become core values. For this purpose, preaching of values is not 
enough. They should be practised. When the values are compatible with the 
basic human urges there are more chances to be institutionalized (Khandwala, 
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1995). Core values form the ethos, which is the underlying spirit or character 
of the group (Pareek, 1997:432). The eight important values termed at 
OCTAPACE are relevant to institution building. OCTAPACE stands for 
openness, confrontation, trust, authenticity, proaction, autonomy, 
collaboration, and experimentation. This indicates eight (octa) steps (pace) to 
create functional ethos in the organization. These values are discussed below. 
Openness: The spontaneous expression of feelings and thoughts, giving the 
receiving feedback are the outcomes of openness. 
Confrontation: It is defined as facing rather than shying away from problems. 
Deeper analysis of interpersonal problem is also confrontation. 
Trust: It is defined as maintaining the confidentiality of information provided 
by others and not misusing it. 
Authenticity: Congruence should be there in what one feels, says and does. 
Proaction: It means taking the initiative, preplanning and taking preventive 
actions. 
Autonomy: It means using and giving freedom to plan and act in one's own 
sphere. 
Collaboration: Collaboration is giving help to others and asking for help, and 
working together. 
Experimenting: This means using and encouraging innovative approaches to 
solve problems, encouraging creativity, and taking a fresh look at things. 
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In organization opposite poles of the eight values are also there which are 
dysfunctional. These are closed, avoidance, suspicion, manipulation, inertia, 
role bound ness, conflicts and safe playing. 
2.3.2.2 Affect on performance and risks of shared values 
Shared values act as an informal control system that tells people what is 
expected of them (Deal and Kennedy, 1992:33). Value system affect the 
performance in three ways as listed below 
1. Managers and other pay extra ordinary attention to the matters stressed 
in corporate value system. This attention pays rich dividends and 
produce excellent results. 
2. Managers make sound decisions as they are guided by their perception 
of the shared values. 
3. People work hard as they become dedicated to the cause. 
On the other hand, certain risks are also associated with strong values, which 
are listed below. 
1. The risk of obsolescence is there when due to changed circumstances 
shared values guiding the behavior do not change. 
2. Organizations having strong values have the risk of resistance to 
change. 
3. There is a risk of inconsistency when managerial behavior contradicts 
espoused values. 
Chapter-2 The Content of Corporate Culture 
2.3.3 Norms 
There are certain acceptable standards of behavior, which are shared and 
followed by organizational members. These culture patterns are called norms. 
Norms are directed by values therefore closely associated with them. Most of 
the time norms are unwritten rules. These informal rules help the 
organizational members to act in an expected way in different situations. 
Norms allow the members to know what they ought or ought not to do. Norms 
establish the patterns of behavior, which organizational members expect from 
one another. At the same time how to behave with outsiders is also guided by 
norms. 
There are some common norms, which are present mostly in every corporate 
culture. The most widespread norms deals with performance related 
processes. Powerful norms influence the members on how hard they should 
work, how to get the job done, what should be the level of output etc. Some 
norms deal with appearance factors of the members, informal social 
arrangements, and allocation of resources in the organizations (Robins: 1996). 
2.3.4 Artefacts 
At the highest level are the artefacts of culture, which are mostly tangible and 
easily visible. Artefacts include all the phenomena, which an outsider can see, 
hear, or feel. This level is the manifestation part of the culture. That is not the 
actual culture but the product of culturally determined activity. Hatch (1992) 
describes artefacts 'as remains of the cultural core left strewn about the 
surface of a culture'. Artefacts can be divided into three general categories 
shown in Exhibit 2.6. There may be physical, verbal, and behavioral artefacts 
of culture. The members of the organization create physical artefacts, verbal 
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manifestations are based on communication, and behavioral manifestations 
are evident by the actions of the members. 
Artefacts are the most accessible elements of culture. Artefacts can be directly 
observed by anyone that is why researchers tend to look them to understand 
culture. Although observable, they are most difficult to understand and 
decipher as they are farthest from the core. According to Schein (1992) 'the 
observer can describe what he sees and feels but cannot reconstruct from that 
alone what those things mean in the given group, or whether they even reflect 
important underlying assumption'. 
Exhibit 2.6 Artefacts of Organizational Cultures 
General category 
Physical manifestations 
Verbal manifestations 
Behavioral manifestations 
Specific examples 
• art / design / logo 
• buildings / decor 
• dress appearance 
• material objects 
• physical layout 
• anecdotes/jokes 
• jargons / names / nicknames 
• explanations 
• stories / myth / history 
• heroes / mavericks 
• metaphors 
• ceremonies / rituals 
• communication patterns 
• traditions / customs 
• rewards / punishments 
Source: Adapted from Hatch M J (1997:216). 
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Tlie proponents of root metaphor theory put much emphasis on symbols. They 
argue that one's own response to the physical artefacts can help in the 
identification of major images and root metaphors. Moreover, these reflect the 
deepest level of the culture (Gagliardi, 1990). 
It is not desirable to infer the basic assumption from the artefacts alone due to 
the misinterpretation. Interpreters can alter the meanings of the symbols. Some 
of the artefacts are discussed below. 
Symbols: A symbol represents a conscious or unconscious association with 
some wider concept or meaning (Hatch, 1997). Symbol may be tangible or 
intangible. Tangible symbols are logos, layout and titles, which have some 
meaning in intangible form. 
Stories and myths: Stories and myths are related with history of the 
organization, its successes, and disasters. These are about heroes and 
mavericks that deviated from the norms. Stories help in the orientation of new 
members towards organization's philosophy. 
Rituals and routines: The way things are done in the organization is termed 
as routine. The rituals are the special events, which emphasize the importance 
of particular pattern and organizational processes. 
Heroes: According to Deal and Kennedy (1992:37), 'if values are the soil of 
the culture, then heroes personify those values and epitomize the strength of 
the organization'. Heroes are, the motivator, the magician, the visionary, and 
the person everyone will count on when things get tough. Heroes reinforce the 
basic values of the culture by certain means, which are listed below (Deal and 
Kennedy, 1992:39). 
• Making success attainable and human 
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• Providing role models 
• Symbolizing the organization to the outside world 
• Preserving what make the company special 
• Setting a standard of performance 
• Motivating employees 
Control system: These are measurements and reward systems. 
The artefacts or cultural web is a useful tool for understanding the core 
culture. In this section, we have discussed what are the components or 
building blocks of corporate culture. How these building blocks can be 
analyszd and interpreted to decipher corporate culture will be dealt in next 
section, 
2.4 Understanding / Deciphering Corporate Culture 
In the previous section, we looked at the building blocks of corporate culture. 
We may now see how they actually work within the organization, to analyze, 
interpret, and decipher the building blocks. According to Schein (1992), there 
are two reasons to study and decipher the corporate culture. These are listed 
below. 
Scientific reasons that pertain to the building of theory: Outsiders or 
researchers engage in this activity to build theories and prove hypothesis. 
Action research reasons to helping managers: Facilitators study culture with 
the help of insiders who must know what is happening in the organization. 
This approach is mostly used to bring changes in the organization. 
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Deal and Kennedy (1992) have described the basic routes to follow, while 
dealing with the culture of any organization. The steps that should be followed 
are, namely, study the physical setting, read what the organization says about 
its culture, and test how the organization greets strangers. These clues help in 
determining the direction of the organization. 
Sathe (1985) is of the view that culture is internalized beliefs and values 
shared by the members, therefore, very difficult to measure or observe 
directly. Deciphering of culture should not be based only on what people say. 
When a researcher has to do this task, he must take into account historical 
evidences. Interpreting the assumptions is very subjective and based on the 
perceptions of the researcher. 
Sathe (1985) provided a systematic presentation to decipher corporate culture. 
Culture in any organization is evident in shared things, shared sayings, shared 
doings, and shared feelings. These help in inferring shared assumptions. A 
framework for deciphering culture is shown in Exhibit 2.7. 
By using this framework, one can draw inferences related to assumptions 
systematically. Sathe (1985) emphasised that 'the point is to distill from these 
various cultural manifestations; that is, the cultural communications, 
justifications and behavior- a much more concise set of important shared 
beliefs and values'. 
Cultural communications may be implicit or explicit in nature. By 
justification, we mean to reflect on those cultural manifestations, which are 
missing in the culture. To decipher the behavior is the most subjective and 
difficult part. For doing this, researcher must be empathetic and try to 
understand the members of the organization in their own terms. 
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Exhibit 2.7 Framework for Deciphering Culture 
Content of culture Manifestations of culture (cultural 
communications, justifications, and 
behavior) 
Inferring the 
culture 
Culture 
(Important 
shared 
assumptions) 
Generate 
Objects 
Shared 
things 
Talk 
Shared 
sayings 
Behavior 
Shared 
doings 
Emotion 
Shared 
feelings 
Interpret 
(Infer 
meanings) 
Receive 
Ask, 
Observe, 
Read, 
Feel 
Source: Adapted from Sathe V(1985:17). 
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Cultural diagnosis and deciphering helps the managers as well as researchers. 
Managers come to know the state of the culture and assess its influence on 
business operations. They are able to find out the compatibility/ 
incompatibility of the culture with hard aspects of management. Researchers 
experience by reading different cultures, which help in theory building. 
At the time of time of reading culture, one is exposed to other organizational 
phenomena, which are related to culture. These related concepts will be 
discussed in the next section. 
2.5 Related Terms and Concepts 
When one studies organizational culture one comes in contact of different 
terminologies used for organizational culture as well as some related concepts. 
According to Pareek (1997:432), the culture related concepts could be seen as 
multi-level concepts. By multi-level we mean that these are easier to see, 
understand, and decipher than corporate culture. These concepts are described 
in the present section to provide a clear understanding of them and their 
relationship with corporate culture. 
2.5.1 Organizational Climate 
Most of the researchers who want to understand and decipher corporate 
culture tend to study organizational climate, as it is closely associated with the 
former concept. This has been used widely to compare organizations, both 
within the same contextual culture and across the cultures. Many dimensions 
of organizational climate are significantly related to many variables of 
organizational effectiveness (Singh: 1990, Salancik and Pfeffer: 1978). 
Biswas and Tripathi (1998) used the term organizational climate as reflecting 
socio-psychological reality of the organization. 
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Pareek (1997:436) described climate as 'the perceived attributes of an 
organization and its subsystems, as reflected in the way an organization deals 
with its member groups and issues'. The distinctive characteristics of the 
organization make up the climate. 
Litwin and Stringer (1968) have provided a motivational climate framework. 
They argue that perceived characteristics related to organizational processes 
produce motivation or concerns. Organizational climate is affected by these 
concerns and on this basis climate can be of different types. Achievement, 
exert influence, control, extension, dependency, and affiliation are six types of 
organizational climate. 
Litwin and Stringer (1968) provided seven dimensions; namely, conformity, 
responsibility, standards, rewards, organizational clarity, warmth as well as 
support, and leadership. Pareek (1997) proposed twelve processes, which 
contribute to the climate. These processes are orientation, interpersonal 
relationships, supervision, problem management, management of mistakes, 
conflict management, communication, decision-making, trust, and 
management of rewards, risk-taking, innovation, and change. 
2.5.2 Organizational Atmosphere 
This concept is closely associated with climate. Pareek (1997) described 
organizational atmosphere as 'the perceived effectiveness of the 
organizational climate to generate functional aspects'. Pareek (1997:437) used 
the motivational framework of climate to describe atmosphere. Each of the six 
motives performs an important function, which makes the atmosphere. There 
are two ways to deal with each motive. These ways can be functional or 
dysfunctional and lead to effectiveness or ineffectiveness in the organization. 
Two ways are termed as 'approach (hope oO or avoidance (fear of)'-
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The three motives; namely, extension, dependency, and affiliation can be 
functional if dominated by approach need. For example, dependency motive if 
comes out of the approach aspect lead to growth. But the same motive coming 
out of avoidance leads to loneliness. 
2.5.3 Interrelationship of Culture Related Terms 
Culture-related concepts have been used loosely. The six motivational climate 
proposed by Litwin and Stringer (1978) have a great impact on the 
organizational culture. Achievement, expert influence, and extension are 
considered functional for the effectiveness of the organization. These three 
climates provide a culture of distinctiveness. In contrast to this control, 
affiliation, and dependency are considered dysfunctional for organizational 
effectiveness. OCTAPACE ethos is functional and contributing to 
organizational effectiveness. The respective opposite ethos namely, close, 
avoidance, suspicion, manipulation, inertia, role bounded ness, conflict, and 
safe playing are dysfunctional, and destructive to organizational effectiveness. 
The effect of climate and ethos on culture is shown in Exhibit 2.8. 
Exhibit 2.8 Effect of Climate and Ethos on Culture 
(Hope of achievement, expert influence, extension) 
Functional and contributing 
Ethos 
(OCTAPACE) 
Functional and 
contributing 
— • 
^ ' 
Organizational 
culture 
i i 
M 
Ethos 
(RAMMASSIC) 
Dysfunctional and 
destructive 
Dysfunctional and destructive climate 
(Fear of control, affiliation, and dependency) 
Source: Adapted from Pareek U (2002). 
48 
Chapter-2 The Content of Corporate Culture 
Corporate culture has the power to convert organizations into successful 
human institutions. At the same time, if not created and sustained careftiUy it 
has the power to destroy the organizations. Considering the importance of 
culture and its impact on organizations, the effect of culture on related 
corporate realities especially strategy will be discussed in next chapter. The 
concept of strategy, strategic management process, and the strategy-culture 
relationship have been covered in the third chapter. 
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Business Development is, on the face of it, a journey into the unknown. The 
crystal ball, which may precisely indicates how markets will react to new 
products, how competitors will respond, wiien economic cycles will dip and 
rise etc. has not yet been invented. CEOs, however, do possess the means to 
draw a fairly accurate m ^ and chart a safe, efficient course. Organizations 
with the help of competent leaders move firmly towards their strategic 
destination. Strategic destination, we may call, is the desired point of arrival 
of the strategic objective. These strategic objectives are achieved with the 
help of strategy. 
3.1 Concept of Strategy 
Strategy is a plan of action that describes how an Organization will use its 
resources (human, economic, technical) to gain and sustain a competitive 
advantage in the larger environment (Thompson and Strickland, 1990). The 
term 'strategy' is derived fi"om the Greek word 'strategos', w4iich means 
generalship- the actual direction of military force, as distinct fi"om the policy 
governing its deployment. Therefore, the word 'strategy' literally means the 
art of the general (Kazmi, 2002:24). 
In business arena, strategy has been viewed with different perspective. No 
definite meaning is assigned to strategy in business. Companies adopt a 
course of action or choices-often termed as strategy-in reaction to business 
environment. 
Johnson and Scholes (2000:10) define strategy as 'the direction and scope of 
an Organization over the long term: wliich achieves advantages for the 
Organization through its configuration of resources within a changing 
environment to meet the needs of markets and to fiilfill stakeholder decision'. 
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This strategy trying to achieve advantage and to meet market needs is likely 
to be complex in nature. 
In one way, strategy is a "large scale, fiiture oriented plan for interacting with 
the competitive environment to optimize achievement of organizational 
objectives' (Pearce and Robinson, 2000:6). 
Looking from another perspective, an Organization's strategy is a pattern of 
decisions and actions that managers take to use core competencies to achieve 
a competitive advantage and outperform competitors (Jones 2000:269). An 
Organization develops strategy to increase the value it can create for its 
stakeholders. Organizational strategy allows an Organization to shape and 
manage its domain to exploit its existing core competencies and develop new 
competencies that make it a better competitor for resources. Seth and Thomas 
(1994:167) also viewed strategy as 'an integrated and coordinated set of 
commitments and actions designed to exploit core competencies and gain 
competitive advantage'. 
3.1.1 Contributions to the understanding of strategy 
Management is an art as well as science. Many of the concepts used in 
building management theory are derived from practice. Management studies 
draw upon the practical experience of managers in defining concepts (Kazmi, 
2002). Some of the earliest contributors to strategy and strategic management 
are listed below. 
• Alfred D Chandler: Chandler made a comprehensive analysis of 
interrelationships among environment, strategy, and organizational 
structure. Chandler (1962:13) defined strategy as 'the determination of 
the basic long-term goals and objectives of an enterprise and the 
adoption of the courses of action and the allocation of resources 
necessary for carrying out these goals'. 
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• Kenneth Andrews: Andrews (1973:28) defined strategy as 'the pattern 
of objectives, purpose, goals and the major policies and plans for 
achieving these goals stated in such a way so as to define what 
business the company is in or is to be and the kind of company it is or 
is to be'. 
• Igor Ansoff: Ansoff (1965:10) explained the concept of strategy as 'the 
common thread among the Organizations activities and product 
markets'. The common thread can also be described as synergy. 
• William F. Glueck: Guleck (1976) defined strategy as 'a unified, 
comprehensive, and integrated plan designed to assure that the basic 
objectives of the enterprise are achieved'. 
Besides the above-mentioned eminent contributors' role in defining strategy 
and strategic management, many others, namely, Henry Mintzberg, Michael 
Portar, Hamel and Prahalad, Hofar and Schendel, Kaplan and Norton, and 
others have contributed towards our understanding of strategy. Their 
contribution will be discussed in the course of the present chapter. 
3.1.2 Dimensions of Strategic Decisions 
Not all management decisions are strategic decisions. Typically, strategic 
issues have six identifiable dimensions (Pearce and Robinson, 2000:7-8). 
3.1.2.1 Strategic issues require top management decisions 
Strategic decisions affect a wide range of firm's operations; therefore, the 
involvement of top management is imperative. Only at this level is there the 
perspective for understanding and anticipating broad implications, and the 
power to authorize the resource allocations necessary for implementation. 
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3.1.2.2 Strategic issues involve allocation of large amounts of company 
resources 
Strategic decisions usually involve substantial resource deployment. The 
resources are redirected from internal sources or procured from outside the 
company. In either case, strategic decisions commit a firm to a stream of 
actions over an extended period, thus involving substantial resources. 
3.1.2.3 Strategic issues affect the long-term prosperity of the company 
Strategic decisions commit the company for a long period and the time frame 
of impact is often much longer. Once a firm has committed itself to a 
particular strategic option in a major way, its competitive image and 
advantages are usually tied to that strategy. 
3.1.2.4 Strategic issues are future oriented 
Strategic issues are based on what managers anticipate in fiiture rather than on 
what they know. Emphasis is on developing projections that will unable the 
firm to select the most promising strategic options. 
3.1.2.5 Strategic issues have multifunctional or multi-business consequence 
A strategic decision is coordinative. Decisions about such factors as 
competitive emphasis, organizational structure, and processes involve a 
number of a firm's business units, fimctions, divisions, or program units. 
3.1.2.6 Strategic issues consider factors in the company's external 
environment 
If a company is to succeed in positioning itself in fiiture competitive 
situations, its strategic managers must look beyond the firm's own operations. 
They must consider what relevant others are likely to do. 
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3.1.3 Levels of Strategy 
After discussing and understanding the complex nature of strategy, it becomes 
imperative to know whether a single strategy is enough to cover a vast gamut 
of company's activities or a set of strategies is required to help the company 
to achieve its purpose. 
For companies, a single strategy is not only inadequate but also inappropriate. 
The need is for multiple strategies at different levels (Kazmi, 2002:29). 
According to Pearce and Robinson (2000), the decision-making hierarchy of 
business firms typically contains three levels, which are linked, and 
interdependent, therefore, strategy is mainly formulated at three levels, 
discussed below. 
3.1.3.1 Corporate level strategy 
At the top of the decision- making hierarchy is the corporate level, composed 
primarily of members of board of directors and CEO. They are responsible for 
the financial performance of the company as a whole and for achieving the 
non-financial goals of the company. Particularly in multi-business firms, the 
duty of those at the corporate level is to determine the businesses in which the 
company should be involved. 
3.1.3.2 Business level competitive strategy 
The second level of the decision-making hierarchy is the business level, 
composed primarily of corporate managers. These managers must translate 
the general statements of direction and intent generated at the corporate level 
into concrete ftmctional objectives and strategies for strategic business units 
(SBUs). It is concerned with creating and maintaining a competitive 
advantage in each area of business. Corporate and business level managers 
centre their planning concerns on 'doing the right thing'. Exhibit 3.1 depicts 
three levels of strategy as they are structured in practice. 
54 
Chapter-3 Strategy - Corporate Culture Fit 
Perspective 
The strategic 
perspective (range and 
diversity of the 
organisation 
Exhibit 3.1 Levels of Strategy r 
1 \ 
Levels 
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The search for a 
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advantage for each 
business areas 
The sources of 
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in the functions 
carried out by the 
business 
Marketing Operations 
Competitivi 
Finance Human 
Resource 
Information 
Technology Functional 
Source: Adapted from Thompson J L (1995:8). 
3.1.3.3 Functional level strategy 
The third level of the decision-making hierarchy is the functional level, 
composed primarily of managers of product, geographic, and functional areas. 
Their responsibility is to develop annual objectives and short-term strategies 
in such area as production, operations, research and development, marketing, 
finance, human resource, and information technology. However, they are 
responsible for implementation or execution of a company's strategic options. 
Therefore, the functional area managers emphasize 'doing things right'. 
3.2 Process of Strategic Management 
Strategic management is defined as 'the set of decisions and actions resulting 
in formulation and implementation of strategies designed to achieve the 
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objectives of an Organization' (Pearce and Robinson, 2000:6). It is the 
process, by which Organizations determine their purpose, objectives and 
desired level of attainment; decide upon actions for achieving these objectives 
in an appropriate time scale, and frequently in a changing environment 
implement the actions; and assess progress and results. The three essential 
elements (Thompson, 1995:7) are given below. 
• Awareness - understanding the strategic situation, 
• Formulation - choosing suitable strategies, 
• Implementation - making the choosing strategies happen. 
The three elements are shown in Exhibit 3.2. Monitoring progress 
continuously is essential if an organization is to stay properly aware of 
strategic situation. Dynamic in nature, the strategic management process is the 
full set of commitments, decisions, and actions required by a firm to achieve 
strategic competitiveness and earn above-average returns (Rumelt, 1994:528). 
Exhibit 3.2 Strategic Management 
•Awareness 
Monitoring Formulation 
Implementation 
Source: Adapted from Thompson J L (1995:8). 
3.2.1 Phases in Strategic Management 
Strategic management as a process consists of different phases. Kazmi (2002) 
argues that there are four essential phases in the strategic management 
process, which are listed as follows. 
• Establishing the hierarchy of strategic intent, 
• Formulation of strategies. 
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• Implementation of strategies, and 
• Performing strategic evaluation and control. 
These phases are linked to each other and the last phase provides a feedback 
to the initial phase in the form of strategic control. 
3.2.2 Models of Strategic Management Process 
Models of strategic management depict the process, which suggests the 
activities Organizations must pursue to gain strategic inputs, needed to select 
strategic action in pursuit of strategic of competitiveness. Two models are 
presented to understand the dynamic nature of strategic management. Exhibit 
3.3 depicts the first model of strategic management. The emphasis of this 
model is on establishing strategic intent, which creates a link with strategy 
formulation, and goes through strategy implementation to strategy evaluation. 
Exhibit 3.3 Model (First) of Strategic Management Process 
e 
o U 
en 
y i 
^ 
Establishing Strategic Intent 
Vision, Mission, Goals, and Objectives 
Formulation of Strategies 
Environmental Analysis 
SWOT Analysis 
Corporate-level Strategies 
Business-level Strategies 
Strategic Choice 
Strategic Plan 
Strategy Implementation 
Project 
Procedural 
Resource Allocation 
Structural 
Behavioral 
Functional and Operational 
Strategic Evaluation 
Source: Adapted from Kazmi A. (2002:42). 
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Exhibit 3.4 depicts the second model of strategic management. This model 
suggests that the external environment should be the primary determinant of a 
firm's strategic actions. 
Exhibit 3.4 Modei(Second) of Strategic Management Process 
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Strategy 
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Structure & 
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Strategic 
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Corporate 
Entrepreneur 
ship& 
Innovation 
Strategic Competitiveness 
Above Average 
Returns 
Source: Adapted from Hitt A et al.(1997:6). 
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The key to this model is locating and competing successfully in an attractive 
industry. This model rests on input-process-output model of systems concept. 
3.2.3 Establishment of Strategic Intent 
This section covers some of the related concepts, such as, strategic intent, 
vision, mission objectives, and goals. These are the prerequisite for strategy 
formulation. 
3.2.3.1 Strategic intent 
Strategic intent is the leveraging of a firm's internal resources, capabilities, 
and core competencies to accomplish the firm's goals in the competitive 
environment (Hamel and Prahalad, 1989:63-76). Strategic intent exists w h^en 
all employees and levels of a firm are committed to the pursuit of a specific 
and significant performance criterion. According to Hamel and Prahalad 
(1994), strategic intent can cause people to perform in ways they never 
imagined would be possible. It is really an energizing dream that can provide 
the emotional and intellectual energies to drive towards the future. It helps in 
developing faith in an organization's ability to achieve ambitious goals. 
3.2.3.2 Vision 
The Organization's vision is a 'general statement of its intended direction that 
evokes emotional feelings in Organization members' (Higgins and Vincze, 
1993:5). Bennis and Manus (1985) say 'to choose a direction, a leader must 
first have developed a mental image of a possible and desirable future state 
for the organization'. 
3.2.3.3 Mission 
Drucker (1974) has said that the primary task of the top management is 
thinking through the mission of the business; that is, of asking the question 
'What is our business and what it should be'. This leads to the mission 
statement of the companies that defines the company's purpose and 
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operationalizes the top management's vision. According to Thompson and 
Strickland (1992:4) a mission statement broadly outlines the organization's 
future course and serves to communicate, who we are, what we do, and where 
we are headed. 
3.2.3.4 Goals and Objectives 
The purpose of setting goals and objectives is to convert managerial 
statements of business mission and company direction into specific 
performance targets. Vision and mission statements are often quite general 
and may need to be supplemented with midpoint goals (Beckhard and Harris, 
1987). These represent desirable organizational conditions between the 
current state and the desired future state. 
3.3 Strategy Formulation, Implementation, and Evaluation 
Proper formulation of strategy, though a creative process is extremely critical 
to a firm's long-term survival and growth. Proper strategy formulation does 
not by itself; ensure the achievement of desired results unless implementation 
is appropriate. This is due to the reason that strategy formulation and 
implementation processes are inseparable and they are a part of one single 
continuum. Organizations cannot formulate a sound strategy without 
considering implementation issues. There is a close link between strategy 
formulation and implementation. These two phases of strategy management 
and strategy evaluation will be discussed in this section. 
3.3.1 Strategy Formulation 
In this section, the focus will be on understanding the external and internal 
environment and the range of strategic choices that are available to a firm, 
both at the corporate and business levels. Understanding of environment is 
very important because, risk is usually associated with it, Chatterjee (2005) 
argues that 'business risks can manifest at two different stages. Risks in the 
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execution of a strategy will always exist. However, quite often the risk is not 
in the execution but in the design of the strategy that predisposes it to failure'. 
3.3.1.1 Environmental appraisal 
Many situational consideration and factors enter into crafting strategy. The 
interplay of these factors and the influence that each has on the strategy-
formulation process vary fi-om company to company. Exhibit 3.5 depicts the 
primary factors that shape a company's strategic approaches. 
Exhibit 3.5 Environment of the Company 
Factors External to the Company 
Factors Internal to the Company 
Source: Thompson A and A Strickland (1995:47). 
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These situational factors comprise the environment in which a company 
exists. Environment affecting the company is broadly divided into two parts; 
the external environment and the internal environment. 
External environment: A company's external environment consists of all the 
conditions and forces that affect its strategic options but beyond the control of 
the company (Pearce and Robinson, 2000:53). Hitt and Ireland (1996) 
suggested that a firm's external environment has three major components, that 
is, the general environment, the industry environment, and the competitor 
environment. Exhibit 3.6 depicts a firm's external environment. 
Exhibit 3.6 External Environment 
Economics 
Demographic 
Politico-legal 
Industry Environment 
Competitor 
Environment 
Socio-culture 
Global 
Technological 
Source: Thompson A and A Strickland (1995:42). 
• The general environment is composed of segments in the broader 
society that can influence an industry and the firms within it. These 
segments are demographic, technological, economic, politico-legal, 
socio-cultural, and global. Firms cannot directly control these elements 
but it is necessary to understand each segment and its implications, so 
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appropriate strategies can be formulated and implemented. Exhibit 3.7 
shows the segments and elements of general environment. 
Exhibit 3.7 The General Environment Segments and Elements 
Demographic Segment 
Economic Segment 
Political/ Legal Segment 
Socio-cultural Segment 
Technological Segment 
Population size 
Age structure 
Geographic distribution 
Inflation rate 
Interest rates 
Trade deficits or surpluses 
Budget deficit or surpluses 
Antitrust laws 
Taxation laws 
Deregulation philosophies 
Women in the workforce 
Workforce diversity 
Attitude about quality of 
work life 
Women in the workforce 
Workforce diversity 
Attitudes about quality of 
work life 
Product innovations 
Process innovations 
Applications of knowledge 
Important political events 
Critical global markets 
Income distribution 
Personal savings rates 
Business savings rates 
Gross domestic product 
Labor training laws 
Educational philosophies and 
policies. 
Concerns about the 
environment 
Shifts in work and career 
preferences 
Shifts in preferences regarding 
product and service 
characteristics 
New communication 
technologies 
Newly industrialized countries 
Different cultural and 
institutional attributes 
Source-. Adapted fi-om Hitt A et al. (1997:43). 
• The industry environment is the set of factors that directly influences a 
firm and its competitive actions and responses. The challenge for any 
company is to locate a position within an industry where it can 
successfully defend against their influence. Exhibit 3.8 depicts the 
factors of industry environment. 
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Exhibit 3.8 Factors of Industry Environment- Five Force Model 
Source: Adapted from Hitt A et al. (1997:58). 
• The competitor analysis focuses on each company with which a firm 
competes directly .Though it is required in all kinds of industries, but 
become critical for firms, which face one or a few powerful 
competitors. Porter (1980:49) suggested that the process of competitor 
analysis is used to determine the degree of competition in any industry. 
The factors, which are important in competitor analysis, are given 
below. 
> What drives the competitor (as revealed by its future objectives), 
> What the competitor is doing and can do (as revealed by its current 
strategy), 
> What the competitor believes about itself and the industry (as revealed 
by its assumptions), and 
> What the competitor's capabilities are (as revealed by its capabilities)? 
Internal Environment: Internal environment provides an organization with 
the capability to capitalize on the opportunities or protect itself from the 
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threats that are present in the external environment (Kazmi,2002:137). The 
resources, behavior, strength and weaknesses' synergistic effects and 
competencies of an organization determine the nature of its internal 
environment. Core competencies achieved through resources and capabilities 
of the company are a value-creating system through which a company seeks 
strategic competitiveness. Challenges lie before the managers while 
conducting internal analysis. These challenges are in the form of uncertainty, 
complexity, and intra-organizational conflict. 
Environmental Analysis: After discussing various kinds of forces and factors 
in external and internal environment, it is worth to mention the process of 
analyzing environment. 
SWOT analysis is the approach used by the firms to understand their external 
and internal environment. The internal environment of the firm provides 
strength and weakness, whereas, the external environment can be described in 
terms of opportunities and threats (Kazmi, 2002). The four environmental 
influences are described as follows: 
• An opportunity is a favorable condition in the Organization's 
environment, which enables it to consolidate and strengthen its 
position. 
• A threat is an unfavorable condition in the Organization's 
environment, which creates a risk, or cause damage to the company. 
• A strength is an inherent capacity, which an organization can use to 
gain strategic advantage. 
• A weakness is an inherent limitation, which creates strategic 
disadvantages. 
Companies scan opportunities and threats of external environment so that 
these can be matched with strength and weakness of internal environment to 
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formulate the effective strategy. The fit takes place between the external and 
the internal environment that enables a company to formulate its strategy. 
3.3.1.2 Corporate level strategy 
Every company chooses the number of businesses in which it competes, and 
relationships that exist among those businesses. These decisions are driven by 
the firm's corporate level strategy, which identifies the portfolio of business 
that comprises the company. The corporate strategy is mostly a generic or 
grand strategy. There are four grand strategic alternatives: stability, 
expansion, retrenchment, and combination strategy. 
Stability strategy: A company adopts the stability strategy when it wants to 
consolidate its position by making incremental changes in its business. The 
company keeps serving the same market, with the present product, using the 
existing technology, but sustaining a moderate growth. 
Expansion strategy: Expansion strategy is followed when the company 
substantially broadens the scope of its business and aims high growth. 
Retrenchment strategy: Retrenchment strategy is followed when the 
company substantially reduces the scope of its business and aims at total or 
partial withdrawl from some businesses. 
Combination strategy: Combination strategy is followed when any company 
adopts a combination of stability, expansion and/ or retrenchment strategy in 
one or more of its businesses. The above-mentioned generic strategies provide 
strategic alternatives; such as no change, profit, concentration, integration, 
diversification, cooperation, turnaround, divestment, liquidation strategy etc. 
3.3.1.3 Business level/ competitive strategy 
Whether a company decides to concentrate on a single business or to 
diversify, it has to develop competitive strategy for each of its business. Porter 
(1980) defines competitive strategy 'as a plan to establish a profitable and 
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sustainable competitive position against the forces that determine industry 
competition'. Porter crystallizes three basic competitive strategic options are 
possible: Cost leadership, differentiation, and focus. 
Cost leadership business strategy: This is followed by a business that is 
aiming to become the low-cost leader in an industry. Company emphasizes on 
obtaining absolute cost advantages from all possible sources (Dessler, 
1998:191). This strategy requires a balance between relentlessly pursuing 
lower cost and maintaining acceptable quality. 
Differentiation business strategy: It is followed by a business when it seeks 
to be unique in its industry along some dimensions that are valued by buyers 
(Porter, 1980:14). The company outperforms its competitors who are not able 
or willing to offer the special features. It picks some attributes of product/ 
service valued by the customers, and then positions itself to meet those needs. 
Focus business strategy: This is followed by a business when it selects a 
market segment and builds its competitive strategy on serving the customers 
in its market niche with either cost leadership or differentiation. 
3.3.1.4 Functional-level strategy 
A functional strategy is the course or courses of action that each department is 
to follow in enabling the business to accomplish its strategic goals (Dessler, 
1998:96). 
3.3.2 Strategy Implementation 
Formulating a strategic plan is one part of the strategic management process. 
Strategies, whether at the corporate, competitive, or functional level have to 
be put into action? That is, implementation/ execution of the strategies follow 
strategy formulation. Strategy implementation is related to various activities, 
behaviors, and functions. Different aspects of implementation as suggested by 
Kazmi (2002) are discussed in this section. 
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3.3.2.1 Project implementation 
This phase starts with conception of idea/ project. In the definition phase, 
each project is subjected to preliminary project analysis, which examines the 
marketing, technical, financial, economic, and ecological aspects. Detailed 
planning, related to different aspects of the projects, such as infrastructure, 
schedule, budget and finance are completed in planning and organizing phase. 
Testing, trial and commissioning of the projects are completed in 
implementation phase. 
3.3.2.2 Procedural implementation 
In the Indian context, it becomes important to follow procedures laid down 
for projects. Companies must be aware of the procedural framework within 
which the plans, programmes, and projects have to be approved by the 
government. Thus, procedural implementation is an integrated part of strategy 
implementation. 
3.3.2.3 Resource allocation 
It deals with the procurement and commitment of financial, physical and 
human resources to strategic tasks for the achievement of organizational 
objectives. Resource allocation is both a one time and an on-going process. 
Strategy implementation deals with both these types of resource allocation. 
3.3.2.4 Structural implementation 
It deals with the formation of structure to suit the needs of strategy. An 
organizational structure is the way in which the tasks and sub tasks required 
to implement a strategy are arranged. Structural implementation deals with 
the structure and systems in the organization. 
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3.3.2.5 Behavioral implementation 
It deals with those aspects of strategy implementation that have an impact on 
the behavior of the strategists in implementing the chosen strategies. 
Behavioral implementation deals with five major issues of leadership, 
corporate culture, corporate politics and use of power, personal values and 
business ethics, and social responsibility. 
3.3.2.6 Functional and operational implementation 
It is carried out through functional plans and policies in different functional 
areas, whereas, operational implementation is performed in areas of 
operational effectiveness. 
3.3.3 Strategy Evaluation 
Strategic evaluation and control is the last phase of strategic management. 
The purpose of strategic evaluation is to evaluate the effectiveness of strategy 
in achieving organizational objectives. During strategic evaluation managers 
identify the gaps and deviations, if any, and take corrective action. The 
strategic management process ends with strategic evaluation and control. 
3.4 Nature of Strategy-Corporate Culture Fit 
Companies have strong or weak cultures that affect their ability to perform 
strategic management. Lorsch (1988:436) argues that 'culture affects not only 
the managers' behavior within an organization but also the decisions they 
make about the Organization's relationship with its environment and its 
strategy'. It has been demonstrated that every organization has a culture that 
exerts powerful influence on the behavior of managers (Schwartz and Davis, 
1996:16). 
69 
Chapter-3 Strategy - Corporate Culture Fit 
3.4.1 Corporate Culture - Strategy Relationship 
Cultural considerations and its relationship to strategy are getting the attention 
of managers and scholars worldwide. Thompson (1995:17) argued that 
'corporate culture and strategic leadership are at the heart of the strategic 
management process. They have direct or indirect affect on all strategic 
decisions and dictate the organization's ability to managing change 
pressures'. Thus, culture has secured a place with strategic leadership and 
style of management. Exhibit 3.9 depicts the relationship between corporate 
culture and strategy. 
Exhibit 3.9 Corporate Culture - Strategy Relationship 
Source: Adapted from Thompson J (1995:18). 
It shows that values and culture affect strategy at its current level, at the time 
of choosing (formulating) strategies, and above all at the time of 
implementing strategies. Simply, it is this 'heart', which determines the 
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ability of the organization to leam from its own successes and failures, from 
external stakeholders, and from changes in the environmental forces. 
According to Thompson (1995:296), it is the strategy maker's responsibility 
to select a strategy compatible with the sacred or unchangeable parts of 
prevailing corporate culture. It is the strategy-implementater's task, once 
strategy is chosen, to change whatever facets of the corporate culture hinder 
effective execution. As suggested, there is no doubt a fit exists between 
strategy and culture. At the time of strategy formulation, care must be taken to 
align the strategy with unchangeable parts of the culture and the culture must 
support strategy. 
3.4.2. Corporate Culture and Strategy Formulation/ Creation 
The essential cultural characteristics in any company direct the preferred 
mode of strategy formulation. Miles and Snow (1978) developed a typology 
of organizations based on values and beliefs prevailing in culture and the 
objectives of the company. Exhibit 3.10 depicts types of organizations, 
cultural values, and mode of strategy formulation. Each type of company has 
been linked to the visionary, planning, incremental, or adaptive modes. Miles 
and Snow argue that defenders, prospectors, and analyzers are positive 
organizations. Reactors must adopt one of the other dominant styles or they 
will suffer long-term decline. 
The culture influences the ability of a strategic visionary to sell his/ her ideas 
to other members of the Organization and gain their support and commitment 
to new strategy. Thompson (1995) suggests that the planning mode is more 
suitable in a reasonably stable and predictable environment, but a reliance on 
it in a more unstable situation can lead to missed opportunities. It is an ideal 
mode for a conservative, risk averse, slow-to-change Organization. 
71 
Chapter-3 Strategy - Corporate Culture Fit 
Exhibit 3.10 Organizations' Values, Culture, and Strategies 
Type 
Defenders 
Prospectors 
Analyzers 
Reactors 
Characteristics 
Conservative beliefs 
Low-risk strategies 
Secure markets 
Concentration on narrow segments 
Preference for well-tried resolutions to 
problems 
Little search for anything really 'new' 
Attention given to improving efficiency of 
present operations 
Innovative 
Looking to break new ground 
High-risk strategies 
Search for new opportunities 
Can create change and uncertainty, 
forcing a response from competitors 
More attention given to market changes 
than to improving internal efficiency 
Two aspects: stable and changing 
Stable: formal structures and search for 
efficiencies 
Changing: competitors monitored and 
strategies amended as promising ideas 
seen (followers) 
Characterized by an ability to respond 
effectively to change pressures 
Adjustments are therefore forced on the 
firm in order to avert crises. 
Strategy Formation 
Emphasis on Planning 
Visionary Mode 
Planning Mode/ 
Incremental Mode 
Adaptive Mode 
Source: Adapted from Thompson J (1995:167). 
Where environmental opportunities and threats arise continuously in a 
situation of competitive chaos an Organization must be able to deal with them 
if to survive. It is the culture, which determines the outcomes and relative 
success. 
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3.4.3 Corporate Culture and Strategy Implementation/ Execution 
Most managers because of their own experience accept that an organization's 
culture is an important contributor (or obstacle) to successful strategy 
execution. 
3.4.3.1 The Power of Culture 
Kotter and Heskett (1992:5) argue that the beliefs, goals, and practices called 
for in a strategy may be compatible with a firm's culture or they may not. 
When they are not, a company usually finds it difficult to implement strategy 
successfully. A close culture- strategy match, at the one hand, energizes 
people of the company to do their jobs in a strategy supportive manner. At the 
same time, it adds to the power and effectiveness of strategy execution. 
A tight culture-strategy alignment is powerful lever for channeling behaviors 
and helping employees do their jobs in a more strategy supportive manner. 
This occurs in two ways (Kotter and Heskett, 1992:15-16): (1) A work 
environment where the culture matches well with the conditions for good 
strategy execution. It provides a system of informal rules and peer pressures 
regarding how to conduct business internally and how to go about doing one's 
job. (2) A strong strategy-supportive culture nurtures and motivates people to 
their best; it provides structure, standards, and a value system in which to 
operate; and it promotes strong company identification among employees. 
Corporate culture can play a significant role in implementing new strategy, in 
those firms also which need to adapt to turbulent environments. Uttal 
(1983:66-72) emphasized that 'consulting firms have focused on helping 
organizations to implement new strategies by bringing corporate culture more 
in line with the new direction'. Recently this trend has become more vigorous. 
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3.4.3.2 Approaches to create strategy-supportive corporate culture 
Schwartz and Davis (1982) proposed four approaches to create a strategy-
supportive culture. 
To ignore corporate culture: When it is nearly impossible to change culture, 
then ignore it. Cultural changes, when enforced in a short period, may be 
traumatic for members of an organization. 
To adapt strategy implementation to suit corporate culture: The behavioral 
aspects of implementation offer a range of flexible alternatives to strategists 
in terms of structure, systems, and processes. These variables could be 
manipulated to suit the interests of corporate culture. 
To change the corporate culture to suit strategic requirements: Though it is 
extremely difficult to change corporate culture, but in some cases, it becomes 
necessary. Change in culture requires certain steps to be followed, (Davis, 
1984), as given below. 
• Identify the existing culture 
• List organizational changes in terms of structure, system, processes and 
people needed to implement strategy 
• Assess cultural risks. This step involves assessing the degree to which 
needed changes fit with the culture 
To change the strategy to fit corporate culture 
3.4.3.3 Managerial tools for aligning culture and strategy 
Tichy (1983) presents three basic sets of managerial tools for aligning the 
cultural system and other systems, given below. 
• The mission and strategy of the organization, 
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• Its structure, including administrative procedures, and 
• Human resource management practices. 
The managerial tools can be applied to the cultural system as depicted in 
Exhibit 3.11. 
Exhibit 3.11 Managerial Tools for Aligning Culture 
s 
Kfl 
3 
Mission and 
Strategy 
• Management 
of influence of 
value and 
philosophy on 
mission and 
strategy. 
• Development 
of culture 
aligned with 
mission and 
strategy. 
Organizational 
Structure 
• Development of a 
managerial style 
aligned with 
structure. 
• Development of 
subcultures to 
support roles. 
• hitegration of 
subcultures to form 
company culture. 
Human Resource 
Management 
• Selection of people 
to build or 
reinforce culture. 
• Development to 
mould 
organizational 
culture. 
• Management of 
rewards to shape 
the culture. 
Source: Adapted from Cummings T G and C G Worley (1993:541). 
The first managerial tool used to adjust the cultural system involves mission 
and strategy. Values and philosophy of organization influence the strategy 
and culture is developed in the line of mission and strategy. The second 
managerial tool involves organizational structure. This tool develops 
subculture to support roles and integrates substitutes to form company culture. 
The third tool is human resource management. The application of human 
resource management to the cultural system is concerned with values. Major 
attention is directed to selecting, developing, and rewarding people to share 
and reinforce a particular culture. 
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3.4.4 Mapping Strategy -A Balanced Scorecard Approach 
Balanced scorecard approach is used to assess the culture and other intangible 
assets' role in strategic planning and performance. It is a device to guide 
strategy formulation, implementation, and communication (Pandey, 2005:51). 
The strategy map (David and Norton, 2004:54) provides a framework for 
linking assets to shareholder value creation through four interrelated 
perspectives. These perspectives are depicted in Exhibit 3.12 alongwith brief 
discussion on the same. 
• Financial perspective describes the tangible outcomes of strategy in 
traditional financial terms. 
• Customer perspective defines the value proposition of the Organization 
intended to use to generate sales and loyalty from targeted customers. 
• Internal process perspective identifies the critical processes that create 
and deliver the differentiating customer value preposition. 
• Learning and growth perspective identifies the intangible assets that 
are more important to strategy. This perspective identifies that what 
kind of culture (the organizational capital) is required to support value-
creating internal processes. Norton argues that culture must be 
integrated and aligned with the critical internal processes. 
Recently the organizations in India have started using balanced scorecard 
to assess intangible and tangible assets and to map strategy. Pandey (2005) 
endorses for the use of balanced scorecard on the following grounds. 
• It provides logic for focusing on creating intangible and intellectual 
capital. 
• It is able to articulate the strategy of growth with business excellence, 
which requires greater focus on non-financial initiatives. 
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Exhibit 3.12 Balanced Scorecard 
Sustained Shareholder Value 
Productivity Strategy 
I 
Revenue Growth Strategy 
. I 
Increase 
asset 
utilization 
Enhance 
customer 
value 
Expand 
revenue 
opportunities 
Customer Value Proposition 
Customer 
Perspective 
1 
Price 
1 
Quality Availability Selection Punctuality 
1 
Service 
1 
Partnership 
1 
1 
Brand 
1 
Product / Service Attnbutes Relationship Image 
r 
Internal 
Process 
Perspective 
Operations Management 
produce and deliver 
products and service 
Customer Management 
Enhance customer value 
Innovation create new 
Products and services 
Regulatory and social 
improve communities 
and the environment 
How Intangible 
assets m Into ttte 
strategy mop 
Learning and 
Growth 
Perspective 
n 
Strategic job 
families 
Strategic IT 
portfolio 
Organizations 
change agenda 
Human Capital 
• Skills 
• Training 
• Knowledge 
Information Capital 
• Systems 
• Database 
• Networks 
Organization Capital 
• Culture 
• Leadership 
• Alignment 
• Teamwork 
Creating 
Allgnmerrt and 
Readiness 
Source: Adapted from Kaplan R S and Norton D P (2004: 55). 
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• It enables employees to understand strategy and link strategic 
objectives to their day-to-day operations. 
In this chapter, we have presented an overview of various aspects of 
strategy. This discussion indicates that strategy is an important bearing on 
the organization and its activities. Another aspect, which affects 
organizations, is corporate culture. This study attempts to link these two 
aspects. A detailed literature review has been carried out in the next 
chapter to take a stock of the existing studies on these two dimensions. 
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CHAPTER-4 LITERATURE REVIEW 
This chapter deals with the literature review. Relevant findings and excerpts 
of the literature reviewed are classified and presented in this chapter. The aim 
is to identify the research gap to formulate the objectives. 
4.1 Studies on Significance and Typologies of the Corporate Culture 
Hofstede (1980) focused on four dimensions- namely; individualism versus 
collectivism, power distance, uncertainly avoidance, and masculinity versus 
femininity in a study of 50 cultures. He found that these dimensions explain 
the cultural orientations, which are reflected in corporate culture of their 
business organizations. 
Smircich (1983) found that culture is a critical variable and root metaphor in 
the organization. Each dimension of culture corresponds to organizational 
behavior. 
Kreting and Frost (1985) have pointed out that metaphorical language and 
images provide a way of understanding and managing organizational cultures. 
Nevertheless, it is not possible for a set of metaphors to capture all aspects of 
any organization's culture. Therefore, using a set of metaphor to explore and 
realize the full potential of an organization is a difficult task. 
Smircich (1985) observed that people incorporate culture into their 
organizations as system models. Organizational analysis inspired by a 
symbolic conception of culture, represent a fundamentally different mode of 
understanding organizations. Smircich concluded that the foundation of 
multiple cultural conceptions does not represent a new paradigm for 
understanding organizational life. 
Quinn & McGrath (1985) have suggested four types of organizational 
cultures; rational (market), developmental (adhocracy), consensual (clan), and 
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hierarchical (hierarchy). They suggested that when environmental uncertainty 
and intensity were high, adhocracy culture was the most congruent form and 
idealistic prime mover is the congruent leader. 
Schein (1985) proposed culture as a cumulative preference for some states of 
life over others (values), the predispositions concerning responses towards 
several significant issues and phenomenon (attitudes), organized way of 
filling time in relation to certain affairs (rituals), and ways of promoting 
desired behaviors and preventing undesirable ones (sanctions). 
Harrison and Stokes (1992) suggested that culture is to an organization what 
personality is to an individual. It is the distinctive constellation of belief, 
values, work styles, and relationships; that distinguish one organization from 
another. 
Bhatnagar and Bhandari (1998) studied members' perception of 
organizational culture in three kinds of Indian organizations; the private 
sector, the public sector, and a central government department offering a basic 
public service. They argued that culture is a crucial organizational variable in 
facilitatmg or impeding the change process. Results revealed that hierarchy 
was the pre-dominant culture form followed by clan, market, and adhocracy. 
Trice and Beyer (1993) suggested that organizations could be seen as 
composed of a multiplicity of discrete subcultures that are held together by an 
overall culture. The overall culture consists of a number of elements that are 
embraced by practically everybody in the organization. 
Pareek (1997) discussed ethos as the values in any organization's culture that 
could be defined as the fundamental spirit of the organization. One typology 
is the OCTAPACE ethos, which stands for openness, confrontation, trust, 
authenticity, proaction, autonomy, collaboration, and experimentation. At the 
opposite poles are the eight values of being closed, avoidance, suspicion, 
manipulation, inertia, role boundaries, conflict, and playing safe. 
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Pareek (1997) suggested that the distribution of power could be used to 
classify organizational cultures into four types: autocratic, bureaucratic, 
technocratic, and entrepreneurial. Autocratic culture is characterized by the 
concentration of power in the hands of a few persons, and a strict protocol is 
observed in relation to the persons in power. Bureaucratic culture is 
characterised by the primacy of procedures and rules, hierarchy, as well as 
distant and impersonal relationships. Technocratic culture emphasises 
technical standards and improvements. Lastly, entrepreneurial culture focuses 
on achieving results and providing excellent services to customers. 
Gooderham and Nordhaug (2003) reported a case study based on the study of 
an MNC's corporate culture operating in Russia. The research concluded that 
corporate culture of the company is dominated by the perception of two 
different groups- namely; insiders and outsiders. Insiders are those who had 
joined the company soon after its establishments in Russia and outsiders are 
those who joined later. Insiders perceive the culture friendly; identify 
themselves strongly with the organization, and are self-motivated. While 
outsides perceive the culture as peaceful but indifferent, do not identify 
strongly with the company and are motivated by money. 
Stoica, Liao, and Welsch (2004) studied the relationship between 
organizational culture and components of adaptability that is, information 
processing, filtering, and responsiveness. This study uncovered the 
relationship between information processing, as a component of firm's 
adaptability and different types of organizational culture within small and 
medium enterprises. Four types of culture were identified: market-driven, 
adhocracy, clan, and hierarchy. Significant differences were found across 
these four culture archetypes in all the dimensions of information processing 
except structural flexibility. Adhocratic SMEs were highly sensitive to 
external environment changes, followed by clan, market driven and 
hierarchical SMEs. Adhocracy and clan emerged the best culture types. 
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Suganthi and Samuel (2004) emphasised that to become successful, 
organizations should develop quality culture. Quality culture could be 
inculcated by spread of vision, democratic leadership, proactive culture, 
satisfy others, value addition, and mutual understanding. 
4.2 Studies on Corporate culture in Relation to Behavior 
Smircich (1983) observed that researches did show the link between culture 
and organizational behavior. These researches look into the fact whether one 
treats culture as a background factor, an organizational variable or as a 
metaphor for conceptualising organization. The idea of culture focuses 
attention on the expressive, non-rational qualities of organizational 
experiences. 
Gregory (1983) established link between meanings derived from cultural 
aspects and the behavior of individuals. She brought out the fact that 
organizations are multicultural rather than homogeneous. She defined culture 
as a system of meanings that accompany the myriad of behaviors and 
practices experienced as a part of organizational life. She emphasised that 
corporate culture strongly influences individual's behavior. 
Feldman (1986) concluded that culture is an important force that holds 
organizations in a given form over a period. Steven pointed out that cultural 
analysis is the process to understand the changes in the behavioral pattern of 
employees. 
Reynolds (1986) observed that different organizational positions have distinct 
cultures within the total corporate culture and those in different industries 
have different cultures of their own reflecting different work behaviors. 
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4.3 Studies on the Process of Creation and Sustenance of Corporate 
Culture 
Poole (1985) argued that social interaction is a cornerstone of culture 
formation and is influenced by the favourableness of the organizations 
communication climate. 
Stanley Dietz (1985) developed the theme that for sustaining and developing 
organizational culture, the practices held by all sections of the employees 
should be considered, as human behavior has ethical implications. 
Quinn and others (1985) highlighted the formation and growth of culture. 
Transcendence is a point at which peak organizational performance occurs, 
when employees have high motivation and morale. However, this state does 
not last indefinitely; as organizations become increasingly formalized at the 
cost of innovation, mission, and collectivity. Such formalization is 
necessitated by environmental demands for more predictable and controllable 
ways of working. 
Schneider (1987) proposed that corporate culture is sustained by 
organizations selecting people that fit the organization and resemble members 
of the organizations. 
Schein (1989) discussed that culture basically springs from three sources; (1) 
the beliefs, values, and assumptions of founders/ leaders of organizations; (2) 
the learning experiences of group members as their organizations evolve; and 
(3) new beliefs, values, and assumptions brought in with new members and 
leaders. Most importantly, founders choose the basic mission and the 
environmental context in which the new group will operate. 
Schumacher (1998) studied Camelot's culture for five years and concluded 
that management practices were conducted to create a culture with the values 
and practices leaders believe would make Camelot successfiil. The culture 
building behaviors discussed here include reference to organizational role 
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models, telling stories and stressed ideals, regular communication from the 
leaders, public rewards and recognition, and attention to employee selection. 
Bemick (2001) discussed the steps taken to change culture. The four steps to 
change culture were, first, made an issue of culture, focusing attention and 
resources on it; second made fixing the culture a job; third, fashioned way to 
measure so obsessively and fourth, reinforced values by celebrating 
everything wanted to see again. 
4.4 Studies on Measurement of Corporate Culture 
Schneider and Reichers (1983) studied the factors influencing the agreement 
on organizational climate and culture. They presented three categories (which 
lead to agreement): the structural approaches, the selection-attraction-attrition 
approach, and the social interactions approach. 
Schein (1989) dealt with the practical issue of how one can decipher cultural 
assumptions. Schien described a process for working with organizations on 
cultural issues that enables members of the organization to identify important 
cultural assumptions and to evaluate the degree to which those assumptions 
aid or hinder some strategic purpose that group is concerned about. 
Doughety's (1990) used in-depth interviewing to analyze the diversity in 
corporate culture in understanding of new markets between planners, field 
personnel, technical personnel, and manufacturing personnel in five American 
firms. 
Hofstede and others (1990) pointed that operationalisable and independent 
dimensions of corporate culture could be measured based on answers of 
organizational members of the written questions, pertaining to different 
dimensions of culture. They suggested that organizational culture could be 
measured quantitatively based on responses of organizational members. The 
significant variance in the answers to culture related matters explain the fact 
that members have different perception regarding the items. They concluded 
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that organizational culture is partly predetermined by nationality, industry, 
and task. Such factors also relate to organizational structure and control 
systems. Correlation between culture measures and such non-culture data 
would leave sufficient variance unexplained to allow a considerable amount 
of uniqueness to each organization. 
Sackmann (1992) investigated cultural diversity in three units of a U.S. based 
conglomerate, identifying nine culture groupings. Sackmann used a richer 
definition of organizational culture, relying on qualitative research methods to 
develop 'thick' descriptions of differences in culture within one organization. 
Dausereau and Hall (1994) advocated that agreement on perceptions of 
organizational culture between individuals validate the use of aggregated 
individuals' level data as proxies for the organizational-level construct. 
Koene et al. (1995) reported the outcomes of a study investigating the 
variation in culture agreement in an empirical data set of 50 super market 
stores and the impact of social and organizational factors on cultural 
agreement within the stores using quantitative as well as quality-in-depth 
research. Koene (1996) studied the impact of the content of organizational 
culture on financial performance of organizations. 
Silvester et al. (1999) attempted to quantify organizational culture and 
emphasized that cultural changes have been hindered by a lack of theoretical 
models to aid empirical investigation. The paper has two aims, first a socio-
cognitive model of culture is discussed which defined 'culture as the product 
of a dynamic and collective process of sense making' undertaken by members 
of a group organization. Second, an empirical case study is presented which 
used attribution analysis to quantify the beliefs held by key groups involved in 
a culture change program within a multi-national manufacturing organization. 
Four dimensions, namely, stable-unstable, global-specific, internal-external 
and control level-uncontrolled were considered. Results show that 
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considerable inter-group differences between managers, trainers, and trainees 
persist with respect to four dimensions. 
Pareek (2002) has studied the aspects of culture in an information technology 
company and correlated different aspects of organizational culture with 
OCTAPACE, achievement, expert power, control, dependency, affiliation, 
and delegation. 
Driskill and Brenton (2005) highlighted that there are two approaches to study 
culture through quantitative methods. According to them, these are two main 
approaches to the study of the organizational culture. The first is the 
instrumental approach. Here, culture is seen as a variable. Culture, as a 
variable, determines the productivity of the organization. The other is the root 
metaphor approach where culture is viewed as a process and not as an 
outcome or variable. 
Organizational cultural has been the focus of both quantitative and qualitative 
studies. O'Reilly et al. (1991) studied corporate culture to develop 
measurement instruments identifying dimensions of organizational culture. 
4.5 Studies on Corporate Culture as a form of Labour Control 
Ray's (1986) argument was that the manipulation of corporate culture has 
emerged as the latest and the most powerfiil from of control following crises 
in bureaucratic and humanistic forms of control. Ray claimed that corporate 
culture is potentially a powerful form of employee management because it 
seeks to foster and capture their moral commitment. 
Kunda (1992) has pointed to the importance of human agency in 
reinterpreting and reenacting corporate cultures. Kunda, in his study of culture 
as a form of normative control suggested that the interplay between culture 
and human agency, on self, is very complex. 
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Casey (1995) in her analysis of the impact of changes in work on self-
formation, argued that advent of deliberately designed corporate culture is a 
phenomenon of the post-industrial age. These designer cultures have emerged 
in response to a broad crisis in industrial production, work organization, and 
culture of modem society. She stressed that employees have not been duped 
by such cultures. Rather, they have been reasonably convinced of the merits 
of organizational reforms and affectively attracted to the ethos of the 
corporate. 
The focus on corporate culture as a means of control over employees is not 
just of academic concerns because this usage has also been made explicit in 
the popular management literature. Peters and Waterman (1982), claimed that 
a strong corporate culture acts as a control over individual behavior. Thus, 
allowing for considerable individual discretion without any cost to the 
company. 
4.6 Studies on Corporate Culture in relation to HR aspects 
Srivastava and Pratap (1964) studied job satisfaction and organizational 
climate (a construct of culture) among executives and superiors. They 
reported a significant positive relation between the overall climate and job 
satisfaction. Job satisfaction was also found related to various individual 
dimensions of climate such as leadership, communication, interaction, 
influence in decision making, goal setting and control. 
Sheridon (1992) investigated the relation rate of 904 college graduates hired 
in six public accounting firms over a six-year period. Organizational culture 
values varied significantly among the firms. The variation in cultural values 
had a significant effect on the rates at which the newly hired employees 
voluntarily terminated employment. Subjects voluntarily stayed 14 months 
longer in the culture emphasising inter-personal relationship values than in the 
culture emphasizing work task values. The relationship between the 
87 
Chapter-4 Literature Review 
employees' job performance and their retention also varied significantly with 
organizational culture values. The cultural effects were stronger than the 
combined exogenous influences of the labor market and the new employees' 
demographic characteristics. 
Rubaii- Barrett and Beck (1993) examined the similarities and differences in 
work climate perceptions and levels of job satisfaction among Anglo-
American and Mexican-American empioye&s of a general-purpose local 
government organization. Mexican-American comprised a majority of the 
workforce studied, thus, the observed differences in their work attitude 
relative to the Anglo employees can be attributed to cultural differences rather 
than a numerical minority status. Mexican American on an average reported 
higher level of satisfaction with the personnel department and its procedures 
than did Anglo Employees. As a group, Mexican-American viewed the 
quality of supervisor, degree of challenge in their job, relations with their co-
workers less positive than did the Anglos. 
Zamanon et al. (1994) described communication intervention program 
designed to change the culture. The culture measured through a triangulation 
approach. Questionnaires, interview data, and direct observation were 
combined to study the areas of organization culture scale (OCS). Before the 
intervention, a representative sample was interviewed. Then, the entire 
organization participated in an organization development program. Two years 
later, subjects again completed the OCS, they were interviewed, and subjects 
were directly observed. They noted that the dimension viz., information flow, 
involvement morale and meetings are significantly important aspects of 
organizational culture. 
Klein et al. (1995) tested a model, linking and integrating the following 
constituents: normative aspects of organizational culture, the distribution, and 
the total account of control, employee performance, and perceived quality of 
service. They found significant relationship between organizational culture 
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and control distribution culture and total amount of control, culture and 
service quality, culture and employee performance and total control and 
service quality. Results found supported the model. 
Johnson and McLutya (1998) studied organizational culture and climate 
correlates of job satisfaction. Correlation indicated positive and significant 
associations for the measures. The measures of climate most strongly 
associated with scores on job satisfaction were communicated followed by 
goals, creativity and innovation, and decision-making. Results were discussed 
in terms of their practical and meaningful relevance to organizational 
effectiveness. 
Bhargava and Kelkar (2000) examined whether organizational structure as 
well as corporate culture predicts job involvement, job satisfaction, and 
empowerment. The participants were managers, officers, and supporting staff 
of successful business organization. Job satisfaction and empowerment were 
positively related but were unrelated to job involvement. Centralization was 
positively related to job involvement but negatively to job satisfaction and 
empowerment. Negative correlation of centralization with job satisfaction and 
empowerment indicated the importance of decentralization for managing 
people in organizations. The measures of HRD could be predicted by 
corporate culture. This means people work even without having satisfaction 
and getting a feeling of empowerment in the organization, which showed that 
motivating people at the workplace is a challenging task. Thus, organizations 
have to opt for the strategies that could take into account the all-around 
development of their members through strategic human resource 
management. 
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4.7 Studies on Corporate Culture as Competitive Advantage 
Ouchi (1980) viewed that strong culture facilitates coordination and 
communication and these give strong-culture companies a competitive 
advantage over their competitors. 
Peters and Waterman (1982) argued that a strong culture distinguishes 
successful organizations from other organizations. They emphasized that any 
organization, in order to survive and achieve successes, must have a sound set 
of beliefs. If an organization is to meet the challenge of a challenging world, it 
must be prepared to change everything about itself except those beliefs as it 
moves through corporate life. They argued that the "Soft" is hard. They 
studied sixty-two companies including high technology companies, consumer 
goods companies, general industrial goods companies, service companies, 
project management companies, and resource based companies. They used 
the McKinsey's framework as the basic structuring device for interviews. 
Gordon and Di Tomaso (1992) argued that strong culture seems to show a 
positive correlation with short-term performance of business organization. 
Bartlett (1999) traced the change from a strategy- structure- systems corporate 
doctrine to one of purpose- process and people. He argued that organizations 
are social as well as economic entities and that by cultivating a culture based 
on belief in people, they can stimulate employees to produce results. 
Pareek (2001) suggested that at least three types of context need attention: the 
current global trends, the culture of the society in which the organization 
ftinctions, and the organization's culture, Pareek studied these aspects in 
detail, and argued that organizations can use culture as a source of 
competitive advantage. 
Kaplan and Norton (2004) proposed that measuring the value of intangible 
assets is the holy grail of accounting. Employees' skills, IT systems, and 
organizational culture are worth far more to many companies than their 
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tangible assets. Unlike financial and physical ones, intangible assets are hard 
for competitors to imitate, which makes them a powerful source of sustainable 
competitive advantage. 
Aggarwal (2005) proposed that culture has very powerful consequences, 
especially when they are very strong. They can enable a group to take rapid 
and coordinated action against a competitor. These cultures can exert a 
powerful effect on individuals and organizations performances, especially in 
competitive environment. 
Buckhall and Othaki (2005) argued that India has arrived on the global talent 
market and talent has become a major competitive advantage for India. The 
talent is further built by certain behaviors. Some of the behaviors that will be 
required for enhanced credibility within the organizational culture include; 
consistency, keeping commitment, confronting in an appropriate manner, 
thinking outside the box, confidentiality and ethics. These behaviors arise out 
of strong culture attitude and values. 
4.8 Studies on Corporate Culture in Relation to Corporate Realities 
Kristopher and Roy (1988) examined the relation between an organization's 
culture and the decisions made within that organization. The authors had two 
goals, first, to provide a theoretical link between culture and organizational 
decision-making, and second, to test some of the implications of this link. The 
authors conducted four studies with employees and managers from 
commercial organization. In their first study, they found that different 
organizations have different degree of firagmentation and this could be 
measured by the organizational culture survey designed by Beach (1993). The 
finding of the second study revealed that the decisions of an organization's 
members are influenced by the degree to which the features of the 
organizations are compatible with the features of the organization's own 
culture. In their third study, they found that an organization's members are 
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more likely to endorse management decisions if the features of the decisions 
are compatible with the features of the organization's culture. In their final 
study, it was found that the greater the difference between assessments of an 
organization's culture as they perceived it to be now and as they thought is 
actually ought to be, the less satisfied they reported themselves to be with 
their jobs. 
Earley (1989) extrapolated the cultural dimensions on strategic HRM 
concepts in a knowledge economy. Organizations in the countries with low 
power distance, low uncertainty avoidance and long-term orientation, seem to 
have a better edge. As regards as individualism- collectivism vision 
dimension, the need for term structure and community orientation of 
knowledge workers seems to favor collectivism, provided there is less group 
thinking and social loafing that inhibit innovation and creativity. 
Bendixaen and Burger (1993) examined the influence of management 
philosophy on management and organizational effectiveness. Three hundred 
thirty-eight managers firom forty one different countries completed 
questionnaires. Results indicated that there were five different management 
philosophies; rational management, entrepreneurial management, elegant 
management, market-oriented management, and educated vs. experienced 
management. These philosophies had varying degrees of influences on 
management and organizational effectiveness. 
Petty et al. (1995) examined the relationship between organizational culture 
and performance. Eight hundred thirty-two employees fi-om twelve firms of 
the electric utility industry completed a survey. Results significantly related 
objective measures of performance. In addition, teamwork was strongly 
associated with the organizational performance. 
Harris and Mossholder (1996) studied the influence of managers' and 
executive congruence with their organizational culture on their effective 
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orientations towards the organization. This relation was examined in the 
context of the organization undergoing significant cultural transformation 
across the four dimensions of culture management style. 
Pradhan (1999) assessed the impact of culture on leadership and bases of 
power in service and industrial organizations. The sample consisted of 120 
executives, 60 each from service and industrial sectors. The organizational 
culture questionnaire (Kolb, Russian and Osland, 1991), measured for bases 
of power (Singh & Sunita, 1990), and the leadership style scale (Sinha, 1980, 
1984, 1990) were administered to each respondent. Findings indicated that 
there were significant differences between managers of banks and industries 
concerning their perception about different styles of leadership. The climate 
was found to moderate the relationship between leadership styles and power 
strategies. In the service sector, the leaders were participative, bureaucratic, 
and task oriented whereas in the industrial sector leadership was dominant 
and effective. An in-depth analysis of the psychodynamics of the different 
perceptions between organizations and different work cultures has been 
emphasized. The need for further research on these variables to achieve 
organizational health and personal effectiveness has been highlighted. 
Almirda, Grant and Phene (2002) studied organizational culture in some 
organizations of Asia-Pacific region. They proposed that the interplay 
between national and organizational culture is a significant factor in the 
success of global mergers, acquisitions, and alliances. Cultural differences 
might increase the motivation for leaving oriented alliances but some times 
might restrict their ability to learn from each other due to mistrust and 
communication barriers. However, ultimately, inter firm cultural differences 
were the primary influence on the ability of the firms to use alliances as 
mechanisms of knowledge transfer. 
Rational, market-oriented, and entrepreneurial management were positively 
correlated to management effectiveness. Only market-oriented management 
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was positively correlated to organizational effectiveness. Results support the 
preposition that management and organizational effectiveness are dependent 
on management philosophies. 
In our view the contentions of Bendixaen et al. are, of course very significant 
as organizational culture is determined by the management philosophies in 
making strategies for running organizations with utmost efficiency. 
4.9 Studies on Work Culture 
Mannen and Barley (1985) advocated that within an organization there could 
be distinct work cultures in each profit center/ department. 
Sinha (1990) has adapted Gunnar Myrdal's concept to distinguish between 
soft and synergetic work culture; based on a study of six organizations. The 
study on the work culture was conducted in six organizations. A public sector 
and a private sector fertilizer company, a public and a private sector steel 
making company and two nationalized banking organizations. 520 managers 
from lower and middle levels participated in the study. The measures of work 
behavior included in the study were; centrality of work, job affect, time 
distribution hard work, job clarity and job and life satisfaction. 
Amarchand and Jayraj (1992), based on a study of 18 manufacturing 
companies, have described four types of work-cultures: growth-centered, 
person-centered, mixed, and weak. They found that quality and organizational 
effectiveness varied with the type of culture, in descending order - the highest 
level were thus found in the growth-centered cultures, and the lowest in the 
weak cultures. 
Menon (2003) studied work culture across the managerial and non-managerial 
personnel in two telephone-manufacturing enterprises. Four dimensions of 
work culture, viz. employee commitment/ involvement, freedom of work, 
nature of supervision, and reward orientation were studied in this study. The 
study identified training instruments that could contribute to work culture. 
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Menon concluded that synergetic work culture had a positive influence on 
performance. 
Thite (2005) emphasised that the evidence of cultural differences can 
influence work values, motivation, and job attitudes. It is so irrefutable that 
no management theory can play the role played by culture as an important 
variable and no MNE can underplay its importance in corporate decision-
making. 
4.10 Studies on Corporate Culture in Relation to Structure 
Payne and Pugh (1976) suggested that specialization (division of labor) in the 
organization decrease the level of agreement, among members, on perceived 
organizational culture in the organization because of an increasing diversity of 
experiences and a lack of interaction between organizational members. 
In a similar study, Schneider and Reichers (1983) advocated the structural 
approach, which focused on the impact of organizational structure and 
objective work conditions on the perceived organization climate. 
Burke (1997) investigated the relation of organizational hierarchy and aspects 
of cultural values within a single large professional service firm. The 
importance, presence, and gap between ten cultural variables served as 
dependent variables. The highest and lowest hierarchical levels had favorable 
opinions on the importance and presence of the cultural values. 
Koene and others (1998) evaluated the influence of structure, demographic 
and social variables on the level of agreement on corporate culture and 
leadership. They argued that the structure influences people's attitudes, 
values, and perceptions of organizational events. 
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4.11 Studies on Corporate Culture in Relation to Strategy 
Weick (1985) has recorded that both, culture and strategy serve common 
function imposing coherence, order, and meaning. Threats, opportunities, 
problems, and solutions are general activities within which specific events 
assume meanings. Organizational life is a manifestation of the sum total of 
social behaviors that is the culture of the organization. 
Dinesh and Palmer (1988) emphasized that balanced scorecard is more 
explicit and focused as it incorporates the perspective of customers, 
shareholders, internal business processes and learning and growth. 
Schneider (1989) in one study argued that culture is important for 
organizational structuring. It also has an important impact on the ways in 
which organizations formulate their strategies for the future. 
Bechtell (1996) evaluated the performance of balanced scorecard in the 
companies and concluded that in some companies it failed because, in 
practice, it has been used only as a performance evaluation tool. A focus on 
goal congruence and human element has been missing. Thus, emphasizing the 
role of softer aspects of management in the success of balanced scorecard. 
Organizations operate on theory of the business, that is, a set of assumptions 
as to what its business is, what its objectives are, how it defines results, who 
its customers are, what the customers' value, and pay for. Strategy converts 
this theory of the business into performance. Its purpose is to enable an 
organization to achieve its goal in an unpredictable environment. Strategy 
allows an organization to be purposefully opportunistic (Drucker, 1999). 
Kaplan and Norton (2000) developed a tool called 'Strategy Map' which 
shows that intangible assets (corporate culture is one of them) influence a 
company's performance by enhancing the internal processes most critical to 
creating value for customers and shareholders. They focused on the 
foundation of the map and showed how intangible assets actually determine 
the performance of the critical internal processes. 
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Maltz, Shenhar, and Reilly (2003) expressed concern that though the balanced 
scorecard framework incorporates multiple performance measures, both 
financial and non-financial, it lacks a long-term perspective; the distinction 
between cause and effect is blurred. 
Kaplan and Norton (2004) discussed the concept of balanced scorecard as a 
tool to measure organizational performance. They proposed that measuring 
the value of intangible assets is really about estimating how closely aligned 
those assets are to company's strategy. If the company has a sound strategy 
and if the intangible assets are aligned with the strategy, the assets will create 
value for the organization. They identified, in its learning and growth 
perspective, three categories of intangible assets essential for implementing 
strategy. The three categories are intellectual capital, informational capital, 
and organizational capital. 
Pandey (2005) developed a balanced scorecard model for a bank with the help 
of senior managers. They carried out a detailed strategy mapping of the 
strategy themes. The strategic mapping depicted different elements of strategy 
under four perspectives and clearly brought out the linkages between these 
elements. They advocated developing culture of innovation and customer 
orientation and, de-emphasized control and vigilance to the achievement of 
strategic theme. 
Anand, Sahay and Saha (2005) conducted a nation wide questionnaire based 
survey to capture the issues in the design and applications of the performance 
scorecard. The study aimed to identify the role of human capital, information 
capital, and organizational capital: the company's culture, its leadership, how 
aligned its people are with its strategic goals, and employee's ability to share 
knowledge. This study identified the extent of usage of the balanced scorecard 
by corporate India and explored whether the Indian firms use all the four 
perspectives or not. It also captured the management motivations for 
implementation of the balanced scorecard and identified the key performance 
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indicators in different perspectives of the performance scorecard. Finally, the 
study evaluated the performance of the balanced scorecard as a management 
tool. 
The new research on competitive strategy is in a different direction. 'Blue 
ocean strategy' is more likely to pave the way to the company's success than 
the bloody, cut-throat red ocean strategy. For decades, companies have 
engaged in head-to-head competition in search of sustained, profitable growth 
fighting for competitive advantage, battling over market share, and struggling 
for differentiation. According to Kim and Maubome (2005), cutthroat 
competition results in nothing but a bloody red ocean of rivals fighting over a 
shrinking profit pool. Rather, they argue that lasting success comes not fi-om 
battling competitions, but fi^ om creating 'blue oceans'- untapped new market 
spaces ripe for growth. This makes the competition irrelevant. Such strategic 
moves, 'value innovation', create powerful leaps in value often render rivals 
obsolete for more than decade. 
The above review of studies revealed that many studies were undertaken to 
demonstrate a relationship between organizational culture and other variables. 
Further, some studies were conducted in relation to corporate culture in the 
context of strategy. However, no study has been carried out to demonstrate 
relationship between organizational culture and strategy. Hence, there is a gap 
on this important aspect. The present study, therefore, is undertaken to fill up 
this gap of knowledge. 
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5.1 The Research Framework 
A framework for conducting the study was crystallized in accordance with the 
nature of the objectives. It was divided into the following parts 
5.1.1 Objectives of the Study 
The present study has been undertaken to achieve one general as well as nine 
specific objectives. The general objective of the study is to investigate the 
corporate culture-strategy link in the Indian companies. The specific 
objectives of the study are laid down as below. 
i) To study the ethos framework of corporate culture. 
ii) To study the various dimensions of corporate culture. 
iii) To explore the difference if any, in the perception towards 
corporate culture and ethos, based on gender, level, experience, and 
functional area. 
iv) To explore the differences if any, in the perception towards 
corporate culture, ethos and strategic dimensions among the 
members of three companies under study. 
v) To study the desirability of the cultural dimensions in each 
organization. 
vi) To examine the relationship, if any, between the ethos of the 
companies and strategic dimensions. 
vii) To examine the relationship, if any, between the culture of the 
companies and strategic dimensions. 
viii) To propose a fit between corporate culture and strategy. 
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ix) To propose implications to build a strong culture and ethos for the 
companies. 
5.1.2 Research Hypothesis 
In line with the objectives, the following null hypotheses were framed: 
HoOl There is no difference in the perception towards OCTAPACE between 
male and female managers. 
Ho02 There is no difference in the perception towards OCTAPACE between 
top and middle management. 
Ho03 There is no difference in the perception towards OCTAPACE among 
managers having varying experience. 
Ho04 There is no difference in the perception towards OCTAPACE among 
managers of different functional areas. 
Ho05 There is no difference in perception towards OCTAPACE among 
managers across three companies in the aviation industry. 
H0O6 There is no difference in the perception towards dimensions of 
corporate culture between male and female managers. 
H0O7 There is no difference in the perception towards dimension of corporate 
culture between top and middle management. 
H0O8 There is no difference in the perception towards dimensions of 
corporate culture among managers having varying length of service. 
H0O9 There is no difference in the perception towards dimensions of 
corporate culture among managers of different fimctional areas. 
Ho 10 There is no difference in the perception towards dimensions of 
corporate culture among managers across three companies in the aviation 
industry. 
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Holl There is no difference in the perception towards present cultural 
dimensions and desirability of cultural dimensions. 
Ho 12 There is no difference in the perception towards strategic dimensions 
among managers across three companies in the aviation industry. 
Ho 13 There is no relationship between the scores on strategic dimensions and 
OCTAPACE and aspects of corporate culture. 
5.2 Scope of the Study 
The scope of the study is defined in terms of subject coverage, industry 
coverage, and location coverage. 
5.2.1 Subject Coverage 
In terms of subject coverage, the present research study attempted an enquiry 
into the prevailing corporate culture in three different companies. In doing so, 
the coverage included various aspect of corporate culture, espoused values 
shared by the organizational members, beliefs held by the members, and ethos 
of the organization affecting the functioning of the members. The present 
study also covered certain strategic dimensions, which affect the strategy 
formulation and implementation. The study covered the perception regarding 
the companies' strategies that shape the future. Truss and Gratton (1994) 
elucidate the relationship between human resource strategies, policies and 
procedures, and their implementation by senior, line, and general mangers. 
Considering the role of managers, while implementing strategies the 
researcher assumed the relation between strategy and the culture (the way of 
doing things). Thus, focus of the study is the relationship between informal 
organization (culture: a soft aspect) and formal organization (strategy: a hard 
aspect). Corporate culture can become a source of strength and innovation. 
However, the present study did not cover the strategy in traditional sense. 
Rather the objective was to enlarge the concept of strategy so that it 
comprehensively encompasses the emerging competitive reality. As 
101 
Chapter-5 Methodology 
advocated by Hamel and Prahalad (1994:25) in Competing for the Future, 'It 
is a view of strategy that recognizes that companies not only compete within 
the boundaries of existing industries, they compete to shape the structure of 
future industries. Any company that cannot imagine the ftiture won't be 
around to enjoy it'. The study explored whether the top and middle managers 
have confidence in the ability to shape the future of their organizations. 
Hamel and Prahalad (1994) stated that the ferment of intellectual revolution is 
more often in the middle of the organization than at the top. We can say, 
therefore, any employee; at any level that cares deeply about the future of his 
or her company has the ability to shape the future during strategy 
implementation phase. 
5.2.2 Industry and Company Coverage 
In order to achieve the objectives of the study, aviation industry, an important 
and fast growing industry in the service sector was chosen. Indian aviation 
industry, especially the domestic segment, is getting competitive day by day. 
One public sector airlines and many private sector airlines are dominating the 
Indian skies. Many carriers have taken off and a dozen others are getting 
ready. It is the birth of a completely new industry. Three airlines were chosen 
to conduct the study. Indian Airlines (marketed as Indian), being the only 
airline in public sector was the automatic choice. The performance of Indian 
Airlines has improved lately. Two other Airlines from the private sector, 
namely Jet Airways (Jet) and Air Sahara (Sahara) were chosen. Both started 
their operations in 1993. 
Jet is by far the leading domestic airline, in the world's fastest growing 
aviation market, after China. (Business India, 2004). Jet has established itself 
extraordinarily in an industry long hallmarked by poor service from the state-
owned and failed private ventures like Damania and East West. 
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Air Sahara was chosen so that a comparison could be made between two 
privately owned airlines. Air Sahara being a subsidiary of Sahara India ((a 
leading group in diverse businesses) and being in market for more than ten 
years (started operations in 1993) was chosen. 
5.2.3 Location of the Companies 
The study is confined to the head offices and offices of the companies situated 
in New Delhi and Lucknow. 
5.3 Methodology of the Study 
The present study is based on the objectives as mentioned in the previous 
section. In the light of these objectives, the techniques of investigation to be 
adopted, tools to be used and pattern of analysis to be followed are based. 
This section presents an overview of how this research work is planned and 
completed referring to the research design, sampling process, data collection, 
and its analysis. 
5.3.1 Research Design 
Keeping in view the objectives of the research study, the researcher used a 
descriptive research design. Many researches have been conducted in Indian 
context, wherein the work culture and corporate (organizational) culture have 
been studied. These studies have been conducted using the data collection 
instruments. Many standard instruments have been developed which measure 
specifically the values, beliefs, and culture of the companies. The use of 
standard instruments, in the present study, has been done to elicit the 
responses. 
5.3.2 Sources of Data 
The necessary quantitative and qualitative data have been obtained from both 
the primary and secondary sources. One of the main sources of secondary 
data is the library. The libraries consulted are: Seminar, Department of 
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Business Administration, AMU; Ratan Tata Library, Delhi School of 
Economics; MDI Library, Gurgaon; library of Nirma Institute of 
Management, Ahmedabad; library of Sukhadia University, Udaipur; ICSSR, 
New Delhi etc. Other sources for secondary data are company brochures, 
websites, magazines, and news bulletins of Indian Airlines, Jet, and Sahara. 
Internet has also been used to collect secondary data. 
For collecting primary data, the researcher carried out a pilot survey before 
conducting the main study. The pilot study helped to ensure the control of 
non-sampling error. Primary data was collected, from a sample of 19 
managers for pilot study and 192 managers for main study, from three 
companies, namely, Indian airlines (lA), Jet Airways (Jet), and Air Sahara 
(Sahara). 
Details of the sampling frame are given in table 5.1. 
TABLE 5.1 Details of Sampling Frame 
S.No. 
1. 
2. 
3. 
Company 
lA 
Jet 
Sahara 
Level 
Top 
Middle 
Top 
Middle 
Top 
Middle 
Number of Sample 
Questionnaires 
Administered 
PUot 
Study 
2 
8 
2 
8 
2 
8 
Main 
Study 
25 
100 
25 
100 
25 
100 
Number of Sample 
Responses 
Received 
PUot 
Study 
~ 
6 
1 
5 
2 
5 
Main 
Study 
4 
65 
4 
59 
6 
54 
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The OCTAPACE questionnaire and strategy questionnaire used for the pilot 
study have been retained for the main study also. Some changes were made in 
the questionnaire on culture survey. Four items of organizational survey 
questionnaire have been dropped, as approximately eighty percent of the 
respondents did not answer them as per instructions. Finally, the culture 
survey questionnaire contained thirty-three items covering eleven aspects of 
culture. The last four items in three sets of the organizational survey 
questiormaire were dropped because these had to be rank ordered instead of 
giving preferences on the Likert scale. These four items are listed below. 
P* D** Items 
1. a. Learning from seniors 
b. Self discipline 
c. Assertive Behaviour 
d. Team building 
D * * 
a. Developing systems 
b. Getting work done 
c. Hard work and perseverance 
d. Spontaneity 
D * * 
3. a. Maintaining discipline 
b. Long-term planning 
c. Effective communication 
d. Getting the task done 
* P-Present (Characteristics of the organization) 
** D - Desirable (Desirability for the organizations) 
Instead of ranking order the four aspects in each item, these were rated on a 1-
4 scale, thus defeating the purpose to get an insight into some dimensions of 
culture. The purpose of these items was to elicit the orientation of each 
company, namely, expressive, conserving, assertive, and expanding. 
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5.3.3 Selection of Sample 
In order to achieve the objectives of the study one criterion was set that only 
those managers who had an experience of more than a year comprised the 
sample. This condition was applied because members take time to understand 
the culture of the organization and the way it affects the behaviour. Those 
managers who had experience of less than a year were eliminated from the 
sample and then purposive sampling technique was used. Sample included 
top management and middle management persoimel working in the offices of 
the airlines. Pilots, crewmembers, airhostesses and other personnel working 
inside the airport premise were not a part of the sample. HR managers of all 
the three companies did not provide permission to conduct survey inside the 
airport building. 
Airports Authority of India provides passes to each company that are used by 
their employees to gain access in the airport premise. Giving one pass to the 
researcher means denying entry to one of their personnel. Therefore, the pass 
was not issued and flying staff could not be a part of the survey. 
The empirical material, which was collected between August and December 
2005, was gathered through quantitative method. Three hundred seventy-five 
questiormaires were distributed in three companies. 
Due to the lengthy process of gaining access and getting back the filled up 
questionnaires, one hundred ninety-two respondents could be covered in the 
study. The respondents were reluctant to provide information because of the 
nature of the questionnaire. Aviation industry is very competitive; therefore, 
managers were reluctant to fill the questionnaire, for the fear, that the 
information might be used by the competitors. They were assured by the 
researcher that the information would not be revealed and be used for 
academic purpose only. Questionnaires were administered personally and 
through friends. Some of the respondents, after reading the items 
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superficially, stated that many items are not related to them or do not apply in 
their case or they are not much concerned with some items. They were 
persuaded to read the questionnaire carefully and only then elicit their 
responses. Another difficulty in getting the responses was that the managers 
were very busy. They had to be approached many a times for filling up the 
questionnaire. Table 5.2, 5.3, and 5.4 show the break up of the respondents' 
profile. 
Table 5.2 Profile of the Respondents 
Subcategories 
lA 
Jet 
Sahara 
Total 
Gender 
Male 
35 
42 
41 
118 
Female 
34 
21 
19 
74 
Level 
Top 
4 
4 
6 
14 
Middle 
65 
59 
54 
178 
Functional Area 
Maiiieting 
15 
21 
15 
51 
HR 
20 
18 
20 
58 
Finance 
14 
7 
5 
26 
Operat 
ions 
7 
7 
12 
26 
IT 
13 
10 
8 
31 
Table 5.3 Age Profile of tiie Respondents 
Company 
lA 
N=69 
Jet 
N=63 
Sahara 
N=60 
Total Age 
Statistics 
Mean 
44.14 
38.29 
39.17 
40.67 
SD 
6.65 
6.99 
8.093 
7.67 
Range 
28 
31 
29 
31 
Minimum 
30 
27 
27 
27 
Maximum 
58 
58 
56 
58 
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Table 5.4 ^perience Profile of the Respondents 
Company 
lA 
N=69 
Jet 
N=63 
Sahara 
N=60 
Mean 
16.10 . 
6.62 
6.05 
SD 
6.31 
2.43 
3.0 
Range 
23 
10 
8 
Minimum 
5 
2 
2 
Maximum 
28 
12 
10 
53.4 Design and Content of Questionnaire 
A standard questionnaire (a set of two questionnaires) was used as the device 
for data collection on corporate culture. To gauge the strategic dimension 
another questionnaire was framed. 
For collecting data on corporate culture, the data collection instruments used 
are OCT APACE profile and organizational survey developed by Prof Udai 
Pareek given in 'Training Instruments in HRD and OD' (2002). These scales 
have high reliability and validity. These instruments can give data about 
different values and dimensions of culture as perceived by the respondents. A 
detailed analysis of these values and dimensions can help to assess the culture 
as well as values and beliefs prevailing in organization. 
OCTAPACE PROFILE SCALE 
The OCTAPACE profile is a 40-item instrument that gives the profile of 
organizations in eight values. These values are openness, confrontation, trust, 
authenticity, proaction, autonomy, collaboration, and experimentation. The 
instrument contains two parts. In Part 1, values are stated in items 1 to 24, and 
the respondent was required to check (on a 4-point scale) how much each 
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item is valued in his/ her organization. Part 2 contains 16 statements on 
beliefs and the respondent checks (on a 4-point scale) how widely each of 
them is shared in the organization. Eleven items with asterisk mark (*) have 
to be reversed. This made all items unidirectional. The scores on each items 
ranged from 5 to 20. 
ORGANIZATIONAL CULTURE SCALE 
Organizational survey questionnaire measures 15 aspects (after pilot study 
item on 4 aspects were dropped due to the reason cited in section 3.4.4). In the 
main study, the questionnaire contained 33 items measuring 11 aspects. The 
respondent was required to rate items 1 to 33, on a 5-point scale, on how 
accurately they describe his/her organization. The items were also rated for 
their desirability in the organization. 
Items with asterisk marks (*) have to be reversed, and then the scores for each 
aspect were totaled. The totals of the aspects range from 3 to 15. Each total 
was multiplied by 8.33. Thus, the score for each item ranged from 25 to 122. 
The organizational survey is a comprehensive tool to elicit data about 
different cultural dimensions of the organizations. It covers a range of 
dimensions, which affect the culture of any organization. A brief description 
of these dimensions will be apt now. The organizational survey covers the 
following dimensions. 
1. Locus of Control: Perception of managers in relation to nature, 
perceiving nature as dominating or nature that can be changed and 
adapted for better use. 
2. Ambiguity Tolerance: Whether members avoid ambiguity and try to 
structure situations or not. If members try to structure situations to 
avoid ambiguity, their ambiguity tolerance is low. 
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3. Contextualism: In a high-context culture, the meaning of events, 
phenomena and behavior are interpreted in the context in which they 
occur. In a low-context culture, there is an attempt to evolve universal 
rules. 
4. Temporarility: Cultures may differ in their orientation to time. Past-
oriented cultures think and indulge in the events of the past and are 
oblivious of present demands and future possibilities and problems. 
Present-orientation (temporarility) is reflected in the importance given 
by members of a culture to the present. 
5. Collectivism vs. Individualism: In a coUectivist culture, maintaining 
relationships, and fulfilling personal obligations are important than 
completing tasks and maintaining harmony is highly valued. In an 
individualistic culture, relations are treated more as contracts for a 
particular purpose. Task takes precedence over relationship in 
individualistic culture. 
6. Narcissism: In narcissistic culture, individuals are concerned about 
themselves. They are not concerned if others are adversely affected. 
This leads to self-seeking behavior. 
7. Particularism vs. Universalism: In a particularist culture, the member 
feels secure in his/ her in-group and tends to make the in-group 
stronger in comparison with out-group. 
8. Other directedness vs. Inner directedness: In an other-directed culture, 
a person is guided by the accepted standards of conducts of a 
collectivity. Honour and reputation are critical in other-directed 
culture. In an inner-directed culture, the member is guided by internal 
standards and inner worth. 
9. Role bounded ness: The role taken by the member is seen as primary, 
and the person may be bound by it. The individual is prepared to 
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undergo inconvenience, and may even sacrifice personal freedom in 
order to fiilfill his/ her role obligation. 
10. Androgyny: In androgynous cultures, interpersonal trust is highly 
valued. Harmony and friendship are seen as desirable. 
11. Power-distance Tolerance: The extent to which the members accept 
that power is distributed unequally. In an organization with high 
tolerance for power distance, inequality in power is seen as a normal 
and accepted reality. In an organization with low tolerance for power-
distance, there is a critical attitude towards power. 
Strategy Scale 
The third part of the questionnaire was related with strategic issues and 
perception of managers towards them. These issues are capable of affecting 
future of the companies, their profitability, and even survival in the wake of 
tough competition. Strategy questionnaire is a 17 items instrument, which 
seeks to get an insight of the managers' perception regarding senior 
managements understanding of future industry. The understanding about 
future and the role of competition guide the strategy formulation. As strategy 
implementation is followed by strategy formulation, and is affected by 
corporate culture, we tried to study this link. 
The questionnaire included questions covering dimensions as given below. 
• Does senior management have a clear and broadly shared 
understanding of how the industry may be different in future? 
• Is its point of view about the future compciitivcly nnique? 
• Is senior management fully alert to the changes posed by new, 
unconventional rivals? 
• Is the task of regenerating core strategies receiving as much top 
management attention as the task of engineering core processes? 
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The idea to study the strategy in a new paradigm and generating data 
regarding a completely different dimension of the strategy was obtained from 
Ghoshal, Piramal and Bartlett's (2002) comments on strategy and 
competition. They argued that to become competitive, Indian companies 
would need to think about strategy and competition at three very different 
levels (Exhibit 5.1). 
Exhibit 5.1 The Three Stages of Strategy and Competition 
Competition for 
Existing Market 
Competition for 
Resources 
Competencies 
Competition for 
Dreams 
1 ' 
Competitive 
Strategy • 
A 
' ' 
Strategic 
Architecture 
^ 
4 
'^  
Opportunity 
Horizon (Blue-
Ocean Strategy) 
• Industry Analysis 
• Strategic Segmentation 
and Positioning 
• Cost and Differentiation 
Drivers 
• Resources (Technology, 
Brands etc.) 
• Competencies 
• Skills 
• Vision of Future 
Markets 
• Corporate Ambition 
• Sense of Purpose 
Source: Ghoshal S, G Piramal ,and C A Bartlett(2000:71). 
The dynamics and rules are very different for each level. The first two levels 
depict the established strategy paradigms. Contrary to these, the third level 
breaks the traditional game plan and establishes new paradigm. 
Besides these questionnaires, an interview schedule was prepared to solicit 
qualitative data, on a wide range of issues, which lead to successful 
accomplishment of strategy, and to prepare 'balance scorecard of the three 
companies. At the same time, the purpose was to know the views of top 
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management on strategic intent and corporate culture of their organizations 
and how does it affect, if at all, the strategy formulation and implementation. 
It was aimed to generate the detailed response of top-level managers. 
However, in some cases; due to the paucity of time, and in others due to the 
sensitive nature of information and not being interested in divulging 
information in depth, top-level managers of lA and Sahara were unwilling to 
go through such an exercise. Thus, the plan to prepare balanced scorecard for 
IA and Sahara had to be shelved due to lack of required data. 
Only one top-level manager of Jet entertained the researcher on this aspect 
and discussed the issues in detail. The information based on the interviews, 
with the help of secondary data, was used to prepare the balanced scorecard 
for Jet. 
5.4 Limitations of the Study 
The major limitations, faced by the researcher during the research period are 
described below. 
1- While reviewing literature the researcher has tried to explore as many 
sources as possible for enrichment of the review, yet some matter might 
have been over looked. Such matter would have enabled a more critical 
identification of the research gap and setting of the objectives of this 
study. 
2- The research is confined to the service sector and that too of one industry 
only. Research to understand the corporate culture- strategy link, if done 
in more than one industry would be highly beneficial. 
3- Some of the respondents had genuine concern regarding the applicability 
of certain items of the questionnaire, to their nature of work and 
department. This was the case especially in Indian Airlines. 
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4- For the questionnaire used to gauge the perception towards strategic 
orientation, the reliability statistics could not be applied on the items. 
However, the care was taken that the theoretical base of the instrument is 
sound and has passed the judgmental enquiry. 
5- Due to certain organizational constraints, we could not conduct the 
interview and include the qualitative data of two companies out of three 
considered for the study. This was so because Indian Airline's Director 
for personnel and Director for HRD turned down the request for 
interview with the company's managers. The company policy does not 
facilitate and support outside research. Qualitative data could not be 
obtained jfrom Sahara, as the top management did not show any interest. 
Qualitative data had to be used for preparing balanced scorecard. It could 
have provided useful information and helped in comparison among 
various perspectives of balanced scorecard. 
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CHAPTER-6 ANALYSIS AND INTERPRETATION 
The responses received on administering the instruments among the mangers 
of the three companies are analysed and interpreted in this chapter. The 
analysis and interpretation of scores are presented in the followings sections. 
6.1 OCTAPACE Ethos in the Companies 
The study focused on the cultural ethos prevailing in the three companies. 
Managers' perception towards eight dimensions of ethos was measured using 
the instrument. The responses were analyzed based on gender, level, 
experience, functional area, and company. 
Table 6.1 Tentative Norms for OCTAPACE Profile 
Aspects 
Openness 
Confrontation 
Trust 
Authenticity 
Proaction 
Autonomy 
Collaboration 
Experimenting 
Low 
13 
13 
13 
10 
13 
11 
13 
11 
High 
17 
17 
17 
14 
17 
16 
17 
16 
Source: Pareek, U (2002). 
Chart 6.1 Tentative norms for OCTAPACE profile 
\m Low • High 
^ ^ ^ 
^ \ 
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The OCTAPACE scores of lA, Jet and Sahara revealed that all the eight 
attributes were present in varying proportion (low to high) in these 
companies. (This inference is drawn based on norms proposed by Pareek 
(2002), based on the mean and SD value of responses from 10 organizations. 
The tentative norms are shown in table 6.1.) 
Analysis of result revealed (Table 6.2) that four important dimensions of 
organizational ethos (as perceived by managers) are opermess, collaboration, 
trust and proaction. As far as individual ethos is concerned, trust has emerged 
as the most preferred value. Trust is an extremely important ingredient in the 
institution building processes. The major problem areas that emerge out in 
this study are authenticity and autonomy. It appears that managers do not 
come out openly with the problems and the reasoning. There is less scope for 
taking independent decision in their area of working. Employees get least 
encouragement to apply new methods and ideas. 
Openness has got the minimum value; i.e. 5, which is quite low in comparison 
to the norms proposed by Pareek. Trust has got the maximum value; i.e. 19, 
which is more in comparison to norms proposed by Pareek. 
6.1.1 Analysis as per Gender 
For the purpose of analysis based on gender, the sample was divided into two 
groups: male and female (Table 6.3). There were 118 responses in male 
category and 74 in female category. 
Analysis based on gender revealed no significance differences on overall 
OCTAPACE score as well as individual values. The mean OCTAPACE 
scores male (13.92) and female (13.68) were almost similar. 
OCTAPACE scores for both the categories fell in the medium range. It is 
noteworthy that none of the value prevailed in low or high range. As far as 
individual values are concerned, trust occupied the highest place with a mean 
score of 15.02 and 14.66 in male and female categories respectively. This 
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TABLE 6.2 OCTAPACE Scores for Aviation Industry Managers 
df=190 
Aspect 
Openness 
Confrontation 
Tnist 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Experimentation 
OCTAPACE 
Mean 
14.27 
14.32 
14.88 
12.99 
14.26 
12.68 
13.66 
13.55 
13.82 
SD 
2.373 
3.836 
2.484 
3.377 
1.612 
2.605 
2.175 
2.051 
1.647 
Minimum 
5 
9 
9 
10 
10 
8 
8 
9 
10 
Maximum 
18 
18 
19 
16 
18 
17 
17 
17 
17 
Chart 6.2 OCTAPACE Scores for Aviation Industry Managers 
15.5 -I 
15 
a, 14.5 -I 
-i 14 
13.5 
13 
12.5 
12 
11.5 
(0 
> 
c (0 
a> 
,«>^ 
.# 
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ivO" 
O^ 
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""^  / ^ ^ .o^^ .<P^ ^ .o^^ 
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TABLE 6.3 Analysis as per Gender 
df=190 
Ethos 
Openness 
Confrontation 
Trust 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Experimentation 
OCTAPACE 
Mean 
Male 
N=118 
14.51 
14.31 
15.02 
13.08 
14.39 
12.78 
13.69 
13.57 
13.92 
Female 
N=74 
13.89 
14.34 
14.66 
12.84 
14.04 
12.51 
13.59 
13.53 
13.68 
SD 
Male 
2.28 
4.79 
2.36 
1.38 
3.63 
2.70 
2.11 
2.07 
1.63 
Female 
2.49 
3.91 
2.67 
1.38 
2.57 
2.46 
2.29 
2.02 
1.67 
t-value 
1.762 
0.120 
0.963 
1.211 
1.465 
0.688 
0.310 
0.134 
0.994 
p-value 
0.080 
0.905 
0.337 
0.227 
0.144 
0.492 
0.757 
0.894 
0.321 
<r 
Chart 6.3 Analysis as per Gender ' 
c^ 
«P 
/ 
^<^ *ff ^^ 
I Male • Female 
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indicated that mangers in Indian organizations tend to trast others and prefer a 
culture, which is based on trust. This helps in forming a conducive 
environment for work. On the other hand autonomy got the lowest score 2.78 
(male) and 12.51 (female), indicating that managers do not have much 
freedom in the context of solving work related problems. Pareek (2002) 
presented the lowest score for authenticity, but in this study, gender wise 
scores on autonomy are lowest and authenticity falls in the medium range. 
Male managers scored comparatively high on all values except confrontation. 
Female managers had slightly high score on confrontation that is 14.34. This 
indicated that there is no difference on propensity to confront issues and 
problems, between male and female mangers. Female mangers are confident 
to understand the situation and able to confront issues, which they think, are 
against the company's interest. Scores on proactivity, autonomy, and 
experimentation also revealed no difference in the perception between male 
and female mangers. We may therefore conclude that present day female 
managers are empowered to work like their male counterparts. 
Thus, Null Hypothesis, Ho 01 stating that there is no difference in the 
perception towards OCTAPACE between male and female managers is 
accepted 
6.1.2 Analysis as per Hierarchy 
For the purpose of analysis based on hierarchical level of respondents, the 
sample was divided into two categories: the top management and middle 
management (Table 6.4). There were 14 respondents representing top level 
and 178 belonging to middle level. 
Analysis based on hierarchy revealed significant difference on the 
OCTAPACE scores. The mean score on OCTAPACE for top management 
was 15.06, while for middle management the score was 13.73. 
119 
Chapter-6 Analysis and Interpretation 
The difference on OCTAPACE was significant at .003 level (t=2.980). The 
difference between top and middle management on some values was 
noteworthy. The difference has been observed on those values, which are 
associated with position and power in the hierarchy. 
There was no difference on trust, confi"ontation, authenticity, and 
collaboration aspects emerging out of personal and interpersonal dimensions. 
The difference was observed on openness (t=3.135, p=.002), proactivity 
(t=2.882, p=.oo4), autonomy (t==4.4l0, p=.000), and experimentation 
(t=2.507, p=.013). It is pertinent to understand, that by virtue of being at top 
in the hierarchy, top managers enjoy more autonomy. They are able to plan 
and act in their own sphere. They are willing to take on responsibility. 
Managers at top level use and encourage innovative approaches to solve 
problems. They take the initiative, and calculate the payoffs of an alternative 
course before taking action. 
Thus, Null hypothesis, HgOl, stating that there is no difference in the 
perception between top and middle level managers, stands rejected for 
OCTAPACE, openness, autonomy, proactivity and experimentation. However, 
it is accepted for confrontation, trust, authenticity, and collaboration 
6.1.3 Analysis as per Tenure of Service 
For analysis on the basis of experience of managers, four group were formed: 
managers having experience between 1 -5 years (group I), managers having 
experience between 6-10 years (group II), managers having experience 
between 11-15 years (group III), and managers having experience of 16 years 
and above (group FV). 
The analysis as per tenure of service showed highly significant (F=5.934, 
p=0.001) difference in all four groups (Table 6.5) on OCTAPACE scores. 
Scores on autonomy were lowest for all the managers having varying length 
of service. However, there was no difference on autonomy scores for different 
groups. 
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TABLE 6.4 Analysis as per Hierarchy 
df=190 
Ethos 
Openness 
Confrontation 
Trust 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Experimentation 
OCTAPACE 
Mean 
Top 
N=14 
16.14 
15.00 
15.50 
13.36 
15.43 
15.50 
14.71 
14.86 
15.06 
Middle 
N=178 
14.12 
14.26 
14.83 
12.96 
14.16 
15.50 
14.71 
14.86 
15.00 
SD 
Top 
4.35 
2.36 
3.83 
2.28 
2.45 
3.23 
1.38 
1.40 
2.03 
Middle 
3.38 
3.86 
3.53 
2.38 
2.59 
4.56 
2.20 
2.06 
3.65 
t-value 
3.135 
1.449 
0.970 
1.038 
2.882 
4.410 
1.904 
2.507 
2.980 
p-value 
0.002 
0.149 
0.333 
0.301 
0.004 
0.000 
0.058 
0.013 
0.003 
Chart 6.4 Analysis as per Hierarchy 
.<f 
^^ 
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TABLE 6.5 Analysis as per Tenure of Service 
Openness 
Confrontation 
Trust 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Experimentation 
OCTAPACE 
I 
N=47 
14.21 
14.15 
15.83 
13.15 
14.30 
12.38 
13.53 
12.81 
13.79 
II 
N=81 
14.78 
14.62 
15.49 
13.37 
14.60 
12.86 
14.38 
14.14 
14.28 
III 
N=28 
14.21 
14.54 
13.96 
12.57 
14.43 
13.25 
12.82 
13.57 
13.66 
IV 
N=36 
13.25 
13.69 
12.97 
12.25 
13.28 
12.19 
12.81 
13.19 
12.95 
I 
2.33 
2.071 
2.30 
1.302 
1.55 
2.79 
2.40 
2.48 
1.72 
II 
2.44 
1.91 
2.36 
1.40 
1.63 
3.02 
2.08 
1.95 
l.SO 
III 
2.13 
1.32 
2.30 
1.43 
1.43 
1.96 
1.85 
1.85 
1.26 
IV 
2.18 
1.64 
1.96 
1.99 
1.61 
1.49 
1.79 
3.35 
1.977 
F-value 
3.608 
1A\9 
14.989 
7.248 
6.281 
1.206 
6.833 
4.894 
5.934 
df^lQO 
p-value 
0.14 
0.068 
0.000 
0.000 
0.000 
0.309 
0.000 
0.003 
0.001 
Experience I: 1-5 years, II: 6-10 years. III: 11-15 years, IV: more than 15 years 
17 
ro 13 
Chart 6.5 Analysis as per Tenure of Service 
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Scores on openness, confrontation, and proactivity were in the middle range 
for each group. It suggested that there is spontaneous expression of feeling 
and thoughts, and the sharing of these with out defensiveness. Openness was 
found in both directions, that is, receiving and giving. Managers take the 
initiative to do things on their own. They also face problems rather than shy 
away from problems. 
A significant difference has been reported on openness (F=3.608, p=.014) and 
proactivity (F=6.281, p=.000) but no difference has been found on 
confrontation to different experience categories. 
Highly significant relationships have also been found between length of 
experience and trust (F=14.989, p=.000) and autiienticity (F=7.248, p=.000). 
However, both are inversely related to length of experience. Out of eight 
values, trust has maximum score for every group; it tends to decrease as 
experience increases. Managers with less experience in the organization have 
faith in the information shared by others, as they have not developed 
preconceived notions about others. As the experience and association 
increase, managers develop strong feelings and notions about others. They, 
therefore, have less trust in others. 
High level of trust is reflected in maintaining the confidentiality of 
information shared by others and in not misusing it. It is also reflected in 
accepting what another person says at face value. The outcome of trust 
includes higher empathy, timely support, and reduced stress. 
Authenticity was reflected in owning up one's mistakes, and in unreserved 
sharing of feelings. With more experience in the organization, managers tend 
to become critical of others and sometimes search for ulterior motives. 
Experience sometimes breeds negativity because of early encounters with 
unfavorable situations. 
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The Null Hypothesis, HdOS, stating that there is no difference in the 
perception towards OCTAPACE based on length of experience stands 
rejected. However, it is accepted for confrontation and autonomy. 
6.1.4 Analysis as per Functional Area 
For analyzing as per functional area of respondents, five areas were 
considered. Five categories based on functional area were Marketing, HR, 
Finance, Operations, and IT. 
The analysis based on functional area showed no significant (F= 1.744, 
p=. 142) difference in all five groups (Table 6.6) on total OCTAPACE scores. 
Managers of marketing area have scored highest on overall OCTAPACE 
scores. Managers of finance had low scores on confi-ontation, authenticity, 
and collaboration in comparison to other areas. Managers in IT area have low 
scores on openness and proactivity. 
The Null Hypothesis, Ho04, stating that there is no difference in the 
perception towards OCTAPACE based on functional area stands accepted 
6.1.5 Analysis as per Company 
This study included three companies-Indian Airlines (lA), Jet Airways (Jet), 
and Air Sahara (Sahara). LA is a public sector company while Jet and Sahara 
are in private sector. 
Company wide differences were observed on the entire eight ethos as well as 
on OCTAPACE (F=32.167, p=.000). Jet managers have reported higher 
scores than managers of LA and Sahara (Table 6.7 a). After comparing 
OCTAPACE scores for lA (means=12.94, SD =.792), Jet (mean=15.67, 
SD=.932) and Sahara (mean=12.90, SD=1.31), it was found that there was not 
much difference between LA and Sahara on OCTAPACE scores. To probe it 
further, therefore, t-test was applied on the scores of these two companies 
(Table 6.7 b). There was no difference on the OCTAPACE scores between 
these two, that is, L\ and Sahara (t=.191, p=.848). 
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TABLE 6.6 Analysis as per Functional Area 
Ethos 
Openness 
Confrontation 
Trust 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Expen mentation 
OCTAPACE 
I 
N=51 
14.74 
14.58 
15.58 
13.19 
14.53 
13.13 
14.11 
13.83 
13.98 
Mean 
Functional Area 
II 
N=58 
14.58 
14.44 
14.64 
12.86 
14.16 
13.06 
13.98 
14.10 
13.98 
III 
N=26 
14.04 
13.86 
14.39 
12.57 
14.07 
12.46 
13.00 
12.86 
13.41 
IV 
N=26 
14.00 
14.31 
14.85 
13.08 
14.50 
11.62 
13.27 
13.31 
13.62 
V 
N=31 
13.51 
14.11 
14.57 
13.4 
13.94 
12.40 
13.31 
13.09 
13.51 
I 
2.40 
1.84 
2.39 
1.38 
1.69 
2.69 
2.21 
2.19 
1.74 
SD 
Functional Area 
II 
2.11 
1.83 
2.37 
1.42 
1.57 
2.34 
2.14 
1.59 
l.SS 
III 
2.09 
1.54 
2.49 
1.05 
1.50 
2.81 
1.88 
2.01 
2.85 
IV 
2.83 
1.92 
2.34 
1.33 
1.76 
2.76 
2.24 
2.24 
1.80 
V 
2.83 
1.92 
2.34 
1.33 
1.76 
2.76 
2.24 
2.24 
2.80 
F-
value 
1.792 
0.882 
1.610 
1.173 
0.993 
1.937 
1.960 
2.565 
1.744 
P= 
value 
0.132 
0.476 
0.174 
0.324 
0.413 
0.106 
0.102 
0.040 
0.142 
Chart 6.6 Analysis as per Functional Area 
« 
^•^ / / y / y 
I Marketing • HR • Finance a Operations • IT 
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Table 6.7a Analysis as per Company 
Ethos 
Openness 
Confrontation 
Trust 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Experimentation 
OCTAPACE 
lA 
N=69 
13.32 
13.74 
12.83 
12.17 
13.49 
12.25 
12.58 
13.14 
12.94 
Mean 
Jet 
N=6 
3 
16.71 
15.60 
16.75 
13.90 
15.79 
15.37 
15.81 
15.43 
15.67 
Sahara 
N=60 
12.80 
13.63 
15.28 
12.97 
13.52 
10.35 
12.63 
12.05 
12.90 
lA 
1.86 
1.44 
1.72 
1.07 
1.38 
1.34 
1.51 
1.29 
0.729 
SD 
Jet 
1.02 
1.56 
1.32 
1.24 
0.77 
1.20 
1.41 
1.19 
0.932 
Sahara 
1.86 
1.82 
2.44 
1.24 
1.36 
2.22 
1.79 
1.99 
1.31 
df=l90 
F-
value 
35.866 
10.054 
34.708 
15.429 
26.395 
18.948 
27.721 
20.117 
32.167 
P-
value 
0.000 
0.000 
0.000 
0.000 
0.000 
0.000 
0.000 
0.000 
0.000 
Chart 6.7a Analysis as per Company 
lA • Jet D Sahara 
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Table 6.7b Analysis as per Company (lA & Sahara) 
df=190 
Ethos 
Openness 
Confrontation 
Trust 
Authenticity 
Proactivity 
Autonomy 
Collaboration 
Experimentation 
OCTAPACE 
Mean 
lA 
N=69 
13.32 
13.74 
12.83 
12.17 
13.49 
12.25 
12.58 
13.14 
12.94 
Sahara 
N=60 
12.80 
13.63 
15.28 
12.97 
13.52 
10.35 
12.63 
12.05 
12.90 
SD 
lA 
1.875 
1.442 
1.715 
1.070 
1.379 
1.344 
1.509 
1.287 
0.792 
Sahara 
1.858 
1.822 
2.436 
1.235 
1.359 
1.216 
1.794 
1.995 
1.31 
t-
value 
1.574 
0.368 
6.689 
3.907 
0.099 
5.961 
0.184 
3.750 
0.191 
P-
value 
0.118 
0.714 
0.000 
0.000 
0.921 
0.000 
0.854 
0.000 
0.848 
Chart 6.7b Analysis as per Company (IA& Sahara) 
« 
lA • Sahara 
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Jet emerged as having high scores for each value. Individual analysis of each 
value revealed that level of openness (mean=16.71) and trust (mean=16.75) 
was very high in Jet. In lA openness was in medium range but trust had low 
score (mean =12.83). In Sahara level of trust was high but openness was low 
(mean=12.80). Above-mentioned scores reveal that Jet managers have 
willingness to share and this openness results in a greater clarity of objectives 
and free interaction. Openness is in both directions, receiving and giving. 
Giving relates to ideas and suggestions, while receiving means feedback as 
well as criticism. Managers take steps to encourage more feedback and 
suggestions from, customers, colleagues and others. 
Because of openness, there should be more unbiased performance feedback. 
Trust was reflected in sense of assurance that others will help and will honour 
mutual commitments and obligations. Trust leads to higher empathy, timely 
support, reduced stress, reduction, and simplification of forms and 
procedures. 
Authenticity had the lowest score across all the companies, still Jet scored 
high (mean=13.90, SD=1.24) in comparison to lA and Sahara. In Jet 
authenticity was in mediiun range indicating a moderate level of congruence 
between what one feel, says and does. It was reflected in owning up one's 
mistakes, and in unreserved sharing of feelings. The outcome of authenticity 
in an organization is reduced distortion in communication. lA scored low 
(mean=12.17, SE)=1.07) on authenticity revealing that members do not 
believe in what one says at face value rather they search for ulterior motives. 
Scores established Jet as a proactive organization (mean=15.79, SD=0.77). 
Here managers take the initiative, involve in preplanning, take preventive 
actions, and calculate the payoffs of an alternative course. They look for the 
cause of a problem, and initiate a new process. 
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lA and Sahara could be termed as reactive organizations where action is taken 
in response to some pattern. Sahara emerged as the company having lowest 
score on autonomy (mean 10.35, SD=2.22). The three companies have 
significant difference on autonomy (F= 18.948, p=.000). Scores of managers 
of Sahara are low on experimentation also (mean=12.05, SD=1.99) depicting 
that managers do not enjoy autonomy and are not involved in effective 
delegation. Managers are not using and encouraging innovative approaches to 
solve problems and they are caught up with daily tasks. 
It is pertinent to analyze variations in scores on autonomy and 
experimentation for Jet managers. Autonomy had a mean of 15.37 and 
SD=1.20 and experimentation had a mean of 15.43 and SD=1.19. This 
suggests that managers respect and encourage individual and autonomy. They 
are able to delegate effectively and use innovative approaches to solve 
problems. 
The Null Hypothesis, H(P5, stating that there is no difference in perception 
towards OCTAPACE based on company stands rejected for total score as 
also for individual values. 
6.2 Corporate Culture in the Companies 
This study focused on the prevailing corporate culture. It intended to measure 
managers' perception towards eleven aspects of culture. Present culture as 
well as desirable culture was measured using the instrument. The responses 
were analyzed and presented based on gender, level, experience, fimctional 
area, and companies. 
The scores of lA, Jet, and Sahara revealed that corporate culture varies fi-om 
company to company. The mean value of each aspect of the corporate culture 
ranged fi"om low to high. This inference is drawn based on norms proposed by 
Pareek (2002), based on the mean of responses fi*om two organizations. The 
mean values fi"om two organizations are shown in Table 6.8. 
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Overall culture scores revealed that the culture in Indian organizations fall in 
the medium category. Neither of the dimensions falls on highest or lov^est 
values. The culture of the companies is concerned with following proper 
protocol and dominated by role-bounded ness. Table 6.9 revealed that 
narcissism, context sensitiveness, and ambiguity tolerance emerged as 
dominating cultural dimensions. Scores on narcissism (mean = 80.48, high 
Table 6.8 Mean Values of Organizational Survey 
Aspects 
Intern ality 
Ambiguity Tolerant 
Context Sensitive (-) 
Narcissistic(-)# 
Future Oriented 
Individualistic 
Inner directed 
Universalistic 
Role-bound 
Androgynous 
Power parity 
Present 
50 
58 
42 
42 
50 
33 
33 
42 
58 
58 
33 
df=190 
Desired 
75 
58 
33 
92 
83 
17 
58 
75 
58 
58 
58 
Source-. Pareek, U (2002). 
(-) Negative orientation # High Scores mean less narcissistic 
Chart 6.8 Mean Values of Organisational Survey 
100 
90 -
3 70 
> 60 
§ 50 
• ^ ' / / / / / 
I Present • Desired 
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score means less narcissism) signified that managers are concerned about 
others. Their behavior is not self-seeking. They possess a broader perspective 
regarding the equality of individuals in the organizations. The approach is to 
help others at the time of need. This concern is supported by scores on 
androgynous (mean=75.07) and universalism (mean 72.47) and comparatively 
low score on individualism (mean = 64.7). The interdependence is high and 
harmony is maintained. This would mean not confronting a person, and 
avoiding conflicts. Individual opinions are influenced by the decision of 
group. The negative outcome of this approach is that relations take 
precedence over tasks. The approach signifies that maintaining relationships 
and fulfilling group obhgations are more important than completing tasks in 
these organizations. 
Culture is dominated by qualities like compassion, empathy, harmony, 
collaboration, nurturance, and creativity. 
A positive dimension-namely ambiguity tolerance (mean=76.70) also has 
comparatively high scores. This reveals that uncertainly avoidance is low and 
managers are well equipped to face challenges of competitive environment in 
aviation industry. Managers are comfortable v^th ambiguous situations and 
are competent enough to deal with emerging problems. This dimension is 
supported by role-bounded ness (mean=75.30). Role obligations are fulfilled 
and managers are particular and serious about their responsibilities, and 
willing to fulfill them. Confidence and high self -esteem are revealed by the 
scores of inner-directedness (mean = 74.65). 
The negative aspects of culture in these organizations is revealed by scores on 
contextualism (mean=76.94). High-context culture signifies that, the 
meanings of events and behaviour are interpreted in the context in which they 
occur. Thus, the subjectivity affects the decisions of the managers. This 
subjectivity leads to biased actions, which breeds negativity among the 
organizational members. 
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TABLE 6.9 Culture Survey for Aviation Industry Managers 
df=190 
Aspect 
Intemality 
Ambiguity Tolerant 
Context Sensitive (-) 
Narcissistic(-)# 
Future Oriented 
Individualistic 
Inner Directed 
Universalistic 
Role-bound 
Androgynous 
Power Parity 
Total 
Mean 
74.65 
76.70 
76.94 
80.48 
71.67 
64.72 
72.72 
72.47 
75.30 
75.07 
68.09 
73.58 
SD 
16.358 
13.462 
13.065 
19.113 
19.410 
12.893 
16.747 
8.857 
15.267 
10.382 
17.217 
15.449 
Minimum 
33 
50 
42 
33 
50 
33 
33 
42 
50 
50 
33 
48 
Maximum 
110 
100 
108 
117 
92 
100 
125 
83 
110 
92 
108 
17 
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Chart 6.9 Culture Survey for Aviation Industry Managers 
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6.2.1 Analysis as per Gender 
Analysis based on gender revealed no significance differences on overall 
scores on culture. The mean score on culture for male (73.19) and female 
(74.21) were almost similar (Table 6.10). 
However, the scores on these dimensions for both, male and female managers 
were significantly high than the norms as given in Table 6.7. It suggested that 
gender in itself does not play any important role in the perception towards 
culture. It is the company's culture, which affects the perception of the 
managers of both genders. 
Though the difference in perception was not significant, still female managers 
considered their companies' culture more on positive side of continuum 
(desirable direction) than male managers do. 
One dimension v*iiere significant difference was measured between male and 
female managers' perception was context sensitiveness (t=2.345, p=.020). 
Female managers think and feel more strongly about the bias in application of 
rules, background, and context of the cases, and the subjectivity of decisions. 
Female managers perceived the culture of their respective companies as high 
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Table 6.10 Analysis as per Gender 
Aspects 
Intemality 
Ambiguity Tolerant 
Context Sensitive (-) 
Narcissistic(-)# 
Future Oriented 
Individualistic 
Inner Directed 
Universalistic 
Role-bound 
Androgynous 
Power Parity 
Total 
Mean 
Top 
N=14 
85.36 
78.07 
67.93 
71.50 
69.79 
66.07 
71.36 
67.86 
76.79 
71.36 
76.71 
72.98 
Middle 
N=178 
73.80 
76.60 
77.65 
81.19 
71.82 
64.61 
72.83 
72.83 
75.18 
75.37 
68.06 
73.63 
SD 
Top 
15.39 
16.59 
16.71 
20.902 
10.13 
12.92 
17.570 
12.87 
15.44 
9.58 
16.37 
9.46 
Middle 
16.17 
13.24 
12.52 
18.847 
9.37 
12.921 
16.73 
8.40 
15.29 
10.41 
17.16 
5.04 
t-
value 
2.582 
0.394 
2.726 
1.838 
0.778 
0.407 
0.315 
2.040 
0.378 
1.394 
1.823 
0.429 
df=190 
P-
value 
0.011 
0.694 
0.007 
0.068 
0.437 
0.685 
0.753 
0.043 
0.706 
0.165 
0.070 
0.669 
(-) Negative orientation # High Scores mean less narcissistic 
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context culture where meaning of events, phenomena, and behavior are 
interpreted in the context in which they occur. On other cultural dimensions, 
male and female managers had the same opinion. 
The Null Hypothesis, Hd06, stating there is no difference in the perception 
towards dimensions of corporate culture based on gender stands accepted. 
However, it is rejected for context sensitiveness. 
6.2.2 Analysis as per Hierarchy 
Analysis based on level revealed no significant differences on overall culture 
scores (Table 6.11). The mean score on culture for top management (72.98) 
and middle management (76.63) were almost similar. For constituent 
dimensions, the analysis revealed significant differences on intemality, 
context sensitivity, and universalism. On other dimensions, no significant 
differences have been observed. It was pertinent to note that intemality is not 
only significant but also has highest score in all individual dimensions for top 
management and relatively high score for middle management. The 
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intemality is significant at .01 levels (t=2.582), context sensitiveness at .007 
level (t=2.726), and universalism at .04 level (t=2.040). 
The emergence of intemality, as a strong cultural dimension pointed out to the 
fact that management is fully aware of the demands of the situation and has 
good control over it. Most members are at ease with the enviroimient and 
perceive situations and events under control. The perception prevails that 
nature can be changed and adapted for better use for the objectives of 
companies'. Top managers perceived that most managers of the company do 
not feel helpless in relation to vital matters. Managers felt they could 
influence many important issues. The outcomes of these feelings emerge in 
the form of more confidence and commitment to the purpose of the company. 
Top management as well as middle management considered the culture of 
their companies as high context culture. This indicates that while applying the 
rules, consideration to special circimistances in special cases is given; 
decisions are always not objective and are influenced by the context. 
Another dimension on which there was the difference in opinions is 
Particularism vs. universalism. Members of top management have a view that, 
in their respective companies there are several groups whose identities are 
formed on some basis- regional, caste, specialty, etc. These groups have 
identities resulting in- group/ out- group feelings. 
The Null Hypothesis, H(P7, stating that there is no difference in perception 
towards culture based on level stands rejected for intemality, context 
sensitivity, and Universalism. However, it is accepted for overall corporate 
culture, ambiguity tolerance, narcissism, future orientation, individualism, 
inner-directedness, role bounded ness, androgynous, and power parity. 
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Table 6.11 Analysis as per Hierarchy 
Aspects 
Intemality 
Ambiguity 
Tolerant 
Context 
Sensitive (-) 
Narcissistic(-)# 
Future 
Oriented 
Individualistic 
Inner directed 
Universalistic 
Role-bound 
Androgynous 
Power parity 
Total 
Mean 
Top 
N=14 
85.36 
78.07 
67.93 
71.50 
69.79 
66.07 
71.36 
67.86 
76.79 
71.36 
76.71 
72.98 
Middle 
N=178 
73.80 
76.60 
77.65 
81.82 
71.82 
64.61 
72.83 
72.83 
75.18 
75.37 
68.06 
73.63 
SD 
Top 
15.39 
16.59 
16.71 
20.902 
10.13 
12.92 
17.57 
12.87 
15.44 
9.58 
16.37 
9.46 
Middle 
16.17 
13.24 
12.52 
18.847 
13.37 
12.921 
16.73 
8.40 
15.29 
10.41 
17.16 
5.04 
t-value 
2.582 
0.394 
2.726 
1.838 
0.778 
0.407 
0.315 
2.040 
0.378 
1.394 
1.823 
0.429 
df-190 
P-
value 
0.011 
0.694 
0.007 
0.068 
0.437 
0.685 
0.753 
0.043 
0.706 
0.165 
0.070 
0.669 
(-) Negative orientation # High Scores mean less narcissistic 
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6.2.3 Analysis as per Tenure of Service 
The analysis based on years of experience showed significant (F=7.006, 
p=.000) differences among all four groups (Table 6.12) on total corporate 
culture scores. Less experienced managers placed high level of faith in the 
positive aspects of culture in comparison to more experienced managers. 
Perceived value towards positive cultural dimensions tends to decrease as 
managers tenure in the company increases and with that, their understanding 
of the working and culture increases. It suggested that experience has 
significant bearing on the perception of corporate culture. As an individual 
spends more time in the organization, one tends to shoulder more 
responsibilities with the passage of time and develops an understanding 
related to various aspects of organizational life. Increasing experience in one 
organization sometimes leads to apathy also for various issues. 
It is noteworthy that none of the managers of Jet and Sahara fell under the last 
category (n=36 because Jet and Sahara started operations in 1993). 
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As far as cultural dimension are concerned, power parity (F=l 0.289, p=.000), 
role- bounded ness (F=7.064, p=.000), universalism (F=2.848, p=.039), and 
intemality (F=8.102, p=.000) have emerged as significant for respondents 
having varying length of experience. Experience had a significant bearing on 
power parity and role- bounded ness. The managers having experience 
between 6-10 years (n=8) perceived highest level of role-bounded ness in 
comparison to other groups. In many companies, the role taken by an 
individual is seen as primary and the individual may be bound by it. The 
individual is prepared to undergo inconvenience to fulfill one's role 
obligation. After having some years of experience in the organizations, and 
yet not at the higher level, it is considered that the individual has gained 
enough understanding of the organization and can shoulder work related 
responsibilities. This is the time, when individuals are enthusiastic also to 
play a major role in maintaining hard work culture. Role-bounded ness 
decreased with the increase in experience suggested that managers with more 
experience had found a way to adjust their work related responsibilities with 
other responsibilities and they are able to maintain a balanced path. 
It is pertinent to analyze the variation in scores on power parity as well. 
Power parity was perceived lowest by the managers having least experience 
(n=47). With the increase in experience, power-parity perception also 
increases. Less experienced managers feel that in their companies hierarchical 
relations are necessary as senior persons assume nurturing role. On the other 
hand, seniors feel that persons in power are knowledgeable and they can 
protect the interest of junior managers. 
The Null Hypothesis, H0O8, stating that there is no difference in perception 
towards culture based on experience stands rejected for overall corporate 
culture, power parity, role- bounded ness, intemality, and universalism. 
However, it is accepted for other dimensions of culture. 
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Table 6.12 Analysis as per Tenure of Service 
df=I90 
Aspects 
Int^ Tial 
Ambiguity 
Tolerant 
Context 
Sensitive (-) 
Narcissistic(-) # 
Future Oriented 
Individualistic 
Inner directed 
Universalistic 
Role-bound 
Androgynous 
Power parity 
Total 
I 
N=47 
80.34 
77.60 
75.02 
82.19 
70.57 
66.4 
74.60 
74.70 
75.98 
75.23 
58.22 
75.35 
Mean 
/ / 
N=81 
77.15 
78.07 
75.81 
79.75 
71.07 
65.96 
72.81 
72.38 
80.01 
73.20 
62.86 
74.29 
ni 
N=28 
70.00 
77.61 
77.64 
82.68 
74.07 
62.71 
73.11 
73.25 
69.25 
75.46 
70.99 
7Z60 
IV 
N=36 
65.19 
71.75 
81.44 
78.19 
72.58 
61.28 
69.75 
69.14 
68.50 
78.78 
76.21 
70.4 
I 
13.20 
13.82 
10.87 
19.18 
9.71 
11.10 
13.60 
9.30 
13.39 
9.56 
16.25 
4.89 
II 
17.16 
13.76 
12.37 
21.33 
9.06 
13.53 
17.81 
9.61 
15.16 
10.80 
17.01 
4.82 
SD 
ni 
19.23 
10.10 
13.13 
17.57 
8.73 
11.92 
14.81 
10.38 
14.28 
19.454 
16.40 
5.92 
IV 
10.24 
13.97 
16.24 
14.70 
10.22 
13.90 
19.45 
11.27 
14.93 
10.486 
13.16 
5.82 
F-
value 
8.102 
2.049 
2.024 
0.450 
1.042 
1.615 
0.576 
2.848 
7.064 
2.482 
10.289 
7.006 
P-
value 
0.000 
0.109 
0.112 
0.713 
0.375 
0.187 
0.632 
0.039 
0.000 
0.062 
0.000 
0.000 
Experience I: 1-5 years, II: 6-10 years, III: 11-15 years, IV: more than 15 years 
(-) Negative orientation # High Scores mean less narcissistic 
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Chart 6.12 Analysis as per Tenure of Service 
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6.2.4 Analysis as per Functional Area 
The analysis based on functional area (F=2.215, p=.069) exhibited no 
difference in all five functional areas (Table 6.13). Mean values showed that 
HR managers perceived the culture as having positive dimensions in 
comparison to other groups. Finance managers scored lowest on the cultural 
dimensions in comparison to other functional areas, still well above the norms 
proposed by Pareek (Table 6.7). Marketing managers felt that the culture of 
their companies was ambiguity tolerant. It suggested that being in the 
marketing area they are directly affected by the competition and other market 
driven forces. To combat these, marketing managers formulate marketing 
strategies to compete in turbulent times. They do not feel uncomfortable with 
ambiguity and perceive that vague and unpredictable situations provide 
opportunities. Managers of other functional areas also score high (in 
comparison to norms) on this dimension. This suggests that in the recent 
years, the aviation industry has become very competitive and the three 
companies being a part of this industry have the cultures, which are low on 
uncertainty avoidance. 
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Table 6.13 Analysis as per Fimctioiial Area 
Aspects 
Intoiuil 
Ambiguity 
Tolerant 
Context 
Sensitive (-) 
Narcissistic^-) 
Future 
Orioited 
Individualistic 
Inner directed 
Universalistic 
Role-bound 
Androgynous 
Power parity 
Total 
I 
N=51 
72.96 
78.91 
75.81 
78.42 
71.75 
65.19 
70.85 
72.45 
75.49 
74.98 
69.66 
73J2 
n 
N=58 
77.56 
75.00 
77.64 
84.44 
72.38 
65.84 
77.64 
73.% 
74.94 
74.66 
70.26 
74.94 
Mean 
ffl 
N=26 
70.61 
76.75 
76.46 
76.39 
71.00 
62.21 
68.32 
70.57 
73.82 
73.21 
64.00 
71.21 
IV 
N=26 
79.27 
75.% 
80.6 
80.65 
71.73 
63.54 
73.00 
72.42 
76.08 
76.88 
69.23 
73.95 
V 
N=31 
72.83 
76.31 
81.11 
81.11 
71.03 
65.29 
71.83 
71.91 
76.11 
75.94 
68.31 
73.67 
I 
15.69 
14.71 
14.10 
21.49 
9.39 
14.19 
18.45 
10.12 
15.77 
11.33 
17.68 
6.82 
II 
15.45 
13.78 
14.11 
18.48 
8.06 
13.43 
17.34 
8.03 
16.10 
10.36 
16.% 
4J9 
SD 
m 
18.89 
11.82 
11.27 
17.68 
10.00 
9.79 
12.92 
8.5 
16.09 
10.31 
16.20 
4.87 
TV 
8.30 
9.21 
7.50 
17.15 
11.12 
10.31 
15.45 
7.9 
14.66 
9.64 
18.20 
4.47 
V 
14.32 
15.06 
14.50 
18.56 
9.84 
14.33 
15.97 
8.9 
13.69 
9.73 
17.21 
5.16 
df=190 
F-value 
1.611 
0.577 
0.727 
1.022 
0.146 
0.442 
1.782 
0.706 
0.114 
0.499 
0.671 
2.215 
P-
value 
0.173 
0.680 
0.575 
0.397 
0.%5 
0.778 
0.134 
0.589 
0.977 
0.736 
0.613 
0.069 
Functional Area; I: Marketing, II: HR, III: Finance, IV: Operations, V: IT 
(-) Negative orientation # H i ^ Scores mean less narcissistic 
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90 -I 
Chart 6.13 Analysis as per Functional Area 
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The Null Hypothesis, Ho 09, stating that there is no difference in perception 
towards corporate culture based on junctional area stands accepted. 
6.2.5 Analysis as per Company 
Analysis based on company showed significant differences on corporate 
culture (F=21.432, p=.000) and seven individual dimensions (Table 6.14a). 
Significant difference was noticed between lA and Sahara also (t=3.755, 
p=.000: Table 6.14b). 
Among individual dimensions, score on narcissism was reported highest for 
lA (mean=81,19) and Sahara (mean=85.08). Interestingly Jet scored lower 
than the other two other companies. Still its score was also above the norms 
on this dimension. High scores mean less narcissistic. In the culture which is 
highly narcissistic (low scores) managers are concerned about themselves as 
individuals or groups. They are not empathic about others concern and are 
engaged in self-seeking behavior. Contrary to this, analysis showed that in the 
three companies managers care for the whole organization as well as about 
own groups. 
Jet has emerged the company having highest scores among three companies 
for intemality (F= 20.115, p=.000), ambiguity tolerance (F-25, p=.00O), 
143 
Chapter-6 Anafysis and Interpretation 
individuality (F=14.749, p=.000), iimer-directedness (F=7.380, p=.001), role 
bound (F=20.19, p=.000) and power parity (F=18.613, p=.000). 
lA and Jet differed dramatically on power parity (Mean=57.48 and 81.92 
respectively). Jet reduced power distance between two levels as much as 
possible, building on the assumption that good ideas can come from anyone at 
any time. Senior managers are mostly available (constrained only by 
limitations of time) and willing to talk to anyone about any issues. In contrast, 
lA valued hierarchy, formality, and protocol. Employees must approach top 
management formally. Meetings and conference must be well defined and be 
planned with rank and appropriate difference in mind. 
Remarkable differences were seen on the individuality dimension among lA 
(mean=60.88, SD=13.66), Jet (mean=71.44, 80=4.26) and Sahara 
(mean=62.07, SD=15.21). lA and Sahara fell on one side of the continuum 
while Jet was well ahead of these two companies. In Jet, tiiere is higher level 
of effort to make individuals accountable because of the belief fliat if groups 
make decisions, no one will feel responsible. Job assigmnents are individual 
but at the same time, there is a strong sense of collective responsibility. 
Scores on ambiguity tolerance have also been significantly different across 
the companies but not much between lA and Sahara (having the lowest 
value). Lowest scores of Sahara on ambiguity-tolerance may be due to the 
fact that it is a company operating under a large group, namely Sahara India 
Pariwar, a family owned business. Though run by professional team, it is 
affected by the owner policies and agenda. Somewhere down the line a note 
of caution prevails, therefore, the uncertainty avoidance is high. 
The Null Hypothesis, Ho JO, stating that there is no difference in perception 
towards culture based on company stands rejected for overall corporate 
culture and many individual dimensions. However, it is accepted for future 
orientation and universalism. 
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Table 6.14a Analysis as per Company 
df=190 
Aspects 
Intemality 
Ambiguity 
Tolerant 
Context 
Sensitive (-) 
Narcissistic(-) M 
Future Oriented 
Individualistic 
Inner directed 
Universalistic 
Role-bound 
Androgynous 
Power parity 
TOTAL 
N=«9 
63.68 
73.72 
80.64 
81.19 
73.13 
60.88 
71.48 
70.55 
67.99 
98.93 
57.48 
70.S7 
Mean 
Jet 
N=63 
85.00 
85.38 
70.86 
75.33 
71.65 
71.44 
78.78 
74.11 
83.41 
72.46 
81.92 
77.30 
Sahara 
N=60 
76.38 
71.02 
79.02 
85.08 
70.02 
62.07 
67.78 
72.95 
75.18 
73.38 
67.68 
72.78 
lA 
9.06 
12.19 
14.10 
14.09 
9.22 
13.66 
18.92 
6.05 
14.31 
9.20 
12.57 
4.91 
SD 
Jet 
14.52 
12.54 
12.61 
20.72 
7.22 
4.26 
13.74 
9.27 
15.24 
7.16 
10.43 
2.72 
Sahara 
17.09 
11.23 
9,79 
21.27 
11.34 
15.21 
15.20 
10.67 
11.89 
13.03 
18.11 
6.03 
F-
value 
20.115 
25.239 
11.549 
4.209 
1.771 
14.749 
7.380 
2.843 
20.197 
8.106 
18.673 
21.432 
P-
value 
0.000 
0.000 
0.000 
0.016 
0.173 
0.000 
0.001 
0.061 
0.000 
0.000 
0.000 
0.000 
(-) Negative orientation # High Scores mean less narcissistic 
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Table 6.14 b Analysis as per Company (lA &, Sahara) 
df=190 
Aspects 
Intemality 
Ambiguity Tolerant 
Context Sensitive(-) 
Narcissism(-)# 
Future Orientation 
Individuality 
Inner-directed 
Universalism 
Role Bound 
Androgynous 
Power Parity 
TOTAL 
Mean 
lA 
N-69 
63.68 
73.72 
80.64 
81.19 
73.13 
60.88 
71.48 
70.55 
67.99 
98.93 
57.48 
70.87 
Sahara 
N=60 
76.38 
71.02 
79.02 
85.08 
70.02 
62.07 
67.78 
72.95 
75.18 
73.38 
67.68 
72.78 
SD 
lA 
9.06 
12.19 
14.10 
14.09 
9.22 
13.66 
18.92 
6.05 
14.31 
9.20 
12.57 
4.91 
Sahara 
17.09 
11.23 
9.79 
21.27 
11.34 
15.21 
15.20 
10.67 
11.89 
13.03 
18.11 
6.03 
t-
value 
1.976 
5.370 
1.304 
.716 
1.240 
1.719 
.465 
1.5% 
1.729 
2.817 
3.079 
3.755 
P-
value 
0.050 
0.000 
0.194 
0.475 
0.217 
0.088 
0.643 
0.113 
0.086 
0.006 
0.003 
0.000 
(-) Negative orientation # High Scores mean less narcissistic 
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Chart 6.14a Analysis as per Company 
• lA • Jet a Sahara 
Chart 6.14 b Analysis as per Company (IA& Sahara) 
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6.3 Analysis as per Present Culture vis-a-vis Desirable Culture 
Analysis revealed significant difference between the managers' perception 
towards actual culture present and desirable culture in the companies 
(t=7.857, p=.000: Table= 6.15) 
Significant difference has been observed on intemality dimension (t=7.398, 
p=.000). Managers desire the culture in which they have more control over 
die situations and are able to adapt the organization's environment to handle 
the job demand. They want to have greater say in relation to vital matters, 
want to influence important issues, and take decisions on critical matters. 
They want to have a feeling of dominating the company's environment for 
achieving the company's goals. 
The airlines industry is witnessing arrival of new airlines and heightening of 
competition as a result. To survive and excel in this fluid external 
environment, a change m orientation towards ambiguities and uncertainties is 
needed. This approach is reflected in the scores on ambiguity tolerance 
(t=6.978, p=.000), where present and desirable score differ significantly. 
Managers desire to have and express opinions and ideas that may be at 
variance fi"om their bosses. They desire that different ways of solving 
problems must be encouraged. 
Managers appear sensitive regarding the contextuahsm in the companies. 
They want to convert the high-context culture to low-context culture 
(t= 12.434, p=.000). They believe that to counter competition and to survive, 
changes are required in the corporate culture. The apparent contradictions in 
behaviours arising out of the different context must be applied uniformly and 
decisions must be objective and clear-cut. 
Managers' want the fiiture culture to be less narcissistic as compared to the 
present culture (t=2.595, p=.010). They want that narrow focus on self, 
groups, and/ or department must give way to a concern about the company. 
People must care for the total organization. 
148 
Chapter-6 Analysis and Interpretation 
Table 6.15 Analysis as per Present Culture vis-a-vis Desirable 
Culture 
(Paired Sample Statistics) 
df=190 
Aspects 
Intemality 
Ambiguity Tolerant 
Context S«isitive(-) 
Narcissism(-)# 
Future Orientation 
Individuality 
Inner-directed 
Universalism 
Role Bound 
Androgynous 
Power Parity 
TOTAL 
Mean 
Presoit 
74.65 
76.70 
76.94 
80.48 
71.67 
64.72 
72.72 
72.47 
75.30 
75.07 
68.69 
73.58 
Desirable 
84.90 
85.44 
65.27 
85.85 
75.11 
64.53 
66.63 
81.80 
81.94 
78.35 
77.83 
77.05 
SD 
Present 
16.35 
13.46 
13.06 
19.11 
9.41 
12.89 
16.74 
8.85 
15.26 
10.38 
17.21 
5.44 
Desirable 
21.79 
12.28 
10.36 
16.07 
12.95 
11.67 
18.46 
13.37 
19.89 
12.12 
14.69 
6.70 
t-value 
7.398 
6.978 
12.434 
2.595 
3.630 
0.177 
4.214 
7.892 
4.311 
3.261 
7.648 
7.857 
P-
value 
.000 
.000 
.000 
.010 
.000 
.859 
.000 
.000 
.000 
.001 
.000 
.000 
(-) Negative orientation # High Scores mean less narcissistic 
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Chart 6.15 Analysis as per Present Culture vis-d-vis 
Desirable Culture (Paired Sample Statistics) 
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There appears a consensus among managers for having a more fliture-oriented 
culture than the present one (p=3.630, p=.000). Future orientation is derived 
from the policy-makers vision to succeed and lead in the industry. Managers 
desire that their respective companies become responsive organizations, 
dealing with the issues as they emerge. Importance must be given to long-
term planning and working for the fiature. People must devote time to think of 
future needs while completing their assigned task. 
No difference has been observed on the individuality dimension suggesting 
that managers do not want any change on the present individualistic 
dimension and seem to be satisfied with it. 
Significant difference has been observed on the scores of inner-directedness 
(t= 4.214, p=.000). It suggests that managers' desire to have the culture, 
which is a mixture of inner-directedness and other-directedness. The reason 
might be that people accept the standards of a collectivity and do not like to 
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be seen violating norms. Due to this, confrontation is avoided for fear of 
losing face. Conflict must be resolved without loss of face for either party. In 
an other-directed culture conflict, managing strategies rest on the 
consideration of saving face for the parties. A desired balance between inner 
and other-directed dimension is in conformity with low individualistic 
dimension also, where maintaining harmony is valued. 
Significant difference has emerged on the scores for actual perceived 
universalism and desirable universalism (t=7.892, p=.000). Present actual 
culture is imiversal to some extent rather than being particularistic. 
Particularistic cultures tend to classify people as a member of in-group or out-
group. Sinha (1982) has studied this dimension in the context of Indian 
culture. In the universalistic culture, members do not have any affinity 
towards any group. In addition, they tend to associate with all the groups as a 
part of the organization. 
Managers want to create a culture in which role bounded ness is given 
precedence. Role is considered very important and its obligations must be 
fulfilled even if it causes inconvenience. In an industry, which is highly 
competitive, it becomes necessary to be assertive, expressive, and achieving 
results. The desire to have high degree of role-bounded ness seems to be an 
outcome of being successfiil and performance oriented. Another dimension, 
namely androgynous has emerged as having significant difference between 
present and desired culture (t=4.002, p=.000). Managers want to have the 
culture, which is less androgynous and more masculine. In the masculine 
culture; achievement, assertiveness, aggression, competition, and toughness 
are valued (Hofstede, 1980). In androgynous culture, qualities attributed to 
both genders are valued. In this culture, interpersonal trust, compassion, 
empathy, harmony, collaboration, and nurturance are valued. 
Managers prefer low-power distance, which is emphasized by the difference 
in present power parity dimension vis-a-vis desirable level of power parity 
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(iF'l.llS, p=.000). Managers strive for power equalization and demand 
justification for power inequalities. 
The Null hypothesis, HQU, stating that there is no difference in present 
culture and desirable culture stands rejected. 
6.4 Strategic Dimensions in the Companies 
Hammel and Prahalad (1996) viewed strategy as a blueprint for building the 
competencies needed to dominate future markets. It exhorts companies to 
shape future of industries. It presumes that sooner or later the tomorrow will 
become today. The study relied on this strategic paradigm. It covered 
following strategic dimensions. 
• Assessing how the competition is different in future from present. 
• A process for finding and gaining insight into tomorrow's opportunities. 
• An ability to energize the company for a journey toward the future; and 
• The capacity to outrun competitors and get to the future first, without 
taking undue risks. 
The purpose of the study was to help managers perceive and imagine the 
future and to know their perception regarding the new view of strategy 
paradigm. Thus, the focus is on the strategic dimensions perused by the 
management of the companies under study. 
Analysis revealed that there existed significant differences (F=26.563, 
p=.000) in perception towards strategic dimensions among the three 
companies (Table 6.16a). Analysis further revealed that there was no 
difference (t=1.5, p=.132) in the perception of managers of LA and Sahara 
(6.16b).This suggested that difference occurred due to the perception of Jet 
managers. 
The analysis clearly placed the three companies on two sides of the 
continuum, starting from conventional-traditional to futuristic. On the one 
side, lA and Sahara seem to be reactive to competition, reengineering core 
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processes, rule taker, strengthening operational efficiency, and driven by 
competitors. These companies are devoting energy to preserve the present 
business and markets. However, Jet is also not on the extreme of the 
continuum, still well ahead of the other two companies with respect to new 
strategic paradigm. To some extent management's point of view is distinctive 
and far sighted, regenerating core strategies, rule maker, new business 
development, driven by vision, and hopeful of the future. 
Table 6.16a Strategic Dimensions in the Companies 
df=^190 
Strategic 
Dimensions 
Mean 
lA 
59.22 
Jet 
69.51 
Sahara 
61.70 
SD 
lA 
4.47 
Jet 
6.15 
Sahara 
12.73 
F-value 
26.563 
p-value 
0.000 
72 
70 
68 
I 66 
1 64 \ 
g 62 
2 60 
58 
56 
54 
Chart 6.16a Strategic Dimensions in the Companies 
lA Jet Sahara 
I Strategic Dimension 
Table 6.16b Strategic Dimensions in the Companies 
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(lA and Sahara) 
Strategic 
Dimensions 
Mean 
lA 
59.22 
Sahara 
61.70 
SD 
lA 
4,47 
Sahara 
12.73 
t-value 
1.516 
df=l90 
p-value 
0.132 
62 -
61.5 -
61 -
60.5 -
60 -
59.5 i 
59-
58.5 
58 
K7 <? 
Chart 6.16b Strategic Dimensions in the Companies (lA 
and Sahara) 
lA 
• Strategic Dimension 
• 
Sahara 
Thus, the Null Hypothesis, Hol2, stating that there is no difference in 
perception towards strategic dimensions based on company stands rejected. 
6.5 Strategy - Corporate Culture Link in Indian Companies 
An opportunity lies in studying and assessing how well prepared a company's 
people, systems, and culture is to carry out its strategy (Kaplan and Norton, 
2004). Culture's ability to carry out strategy indicates a link between 
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corporate culture and strategy. To find out this link, whether culture is able to 
support strategy or not, coefficient of correlation of culture with strategy was 
calculated. The analysis revealed that there is a relationship between culture 
aspects as well as ethos with strategic dimensions under study (Table 6.17). 
Intemality had significant positive relationship with all eight OCT APACE 
ethos and strategic dimensions at .01 levels. Ambiguity tolerance is 
significantly positively correlated at .01 levels with OCT APACE and strategy 
except (confi-ontation). It can be concluded that OCTAPACE ethos reinforce 
intemality and ambiguity tolerance among managers. Managers having high 
scores on intemality and ambiguity tolerance perceive the ethos in a positive 
way. They think that the strategy of the company is capable of meeting the 
demand of fiiture challenges and opportunity. 
Regarding context sensitiveness, there was a statistically significant negative 
correlation at .01 levels with five aspects of ethos and strategy (with 
confi-ontation, trust, and collaboration, the correlation was very low and not 
significant). 
Narcissism was negatively correlated with autonomy and OCTAPACE 
(significant at the .01 levels). Narcissism was negatively correlated with 
openness, trast, proaction, and strategy (at the .05 levels.) 
Future orientation had positive correlation with proaction and strategy (both 
significant at .01 levels) and with autonomy at .05 levels. It had no correlation 
with others aspects of ethos. 
Of all the correlations between OCTAPACE ethos and strategy, the most 
significant aspect was openness, which had significant positive correlation 
(.41) at the .01 levels of significance. 
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Individualism was positively correlated with openness, experimentation, 
autonomy, and OCTAPACE at the .01 levels of significance and with trust and 
authenticity at .05 levels. 
Universalism had no correlation with any aspects of ethos except trust (at .01 
levels) and strategy. 
Role-boimded ness was positively correlated with all eight OCTAPACE aspects 
(with total also) and strategy at .01 levels of significance. It can be concluded that 
OCTAPACE ethos reinforces role-boimded ness to some extent in managers. Role 
bounded ness m ^ be due to role efficacy and role satisfaction. The managers who 
are high on role bounded ness practice OCTAPACE ethos and take the initiative to 
do something on their own. 
Androgynous has negative correlations with autonomy and strategy at the .01 
levels of significance and with authenticity and OCTAPACE at .05 levels of 
significance. This suggests that masculine characters like competitiveness and 
aggressiveness positively affect strategy formulation and implementation. 
Of all the correlations of culture with OCTAPACE and strategy, the most 
significant aspect was power parity, which had significant positive correlation 
with strategy (.45) at the .01 significance level. 
Culture was positively correlated with strategy at the.Ol levels of significance. 
Thus, the Null Hypothesis, Hol3, stating that there is no relationship between 
strategy and OCTAPACE stands rejected It is also rejected for strategy and 
aspects of corporate culture. 
6.6 Qualitative Analysis 
This section is based on intensive discussion cairied out with one of the key 
manager of Jet and the researcher. The prime objective of conducting this 
interview was to (a) supplement the survey data to analyzing culture (b) gain 
157 
Chapter-6 Analysis and Interpretation 
insight into the action plans to preparing balanced scorecard. After the quantitative 
analysis. Jet has emerged the company having high level of OCTAPACE and a 
performing culture. To analyze the corporate culture and strategy relationship 
further, qualitative analysis of Jet was carried out. In this section, an attempt is 
made to present qualitative analysis of the information collected during interview. 
The information collected is presented according to the following themes. 
6.6.1 Purpose and Strategic Intent 
Dominating the Indian skies and becoming largest private airlines (worth Rs. 
24520 crore) has not satiated the demand for growth of Jet. The chairman of Jet 
has proclaimed that, 'I want Jet to be among the top five airlines in the world in 
reputation and quality of service'. (Business India, 2005). To achieve this lofty 
goal, the chairman was preparing the company for its ambitious rise. The aim was 
to take the airline public and going global. It has entered the Indian Capital 
market; generating a fair amount of investor's interest. Domestically, the strategy 
is to consolidate strength in Indian skies (after some days of this interview. Jet 
started M&A trend in the Indian aviation sector by acquiring Sahara, its closest 
rival in the private sector and a company under present research study. This high-
profile takeover, the deal was subject to regulatory approval, was a part of the 
expansion strategy used to consolidate its position). 
Jet plans the objective of most preferred domestic airlines through high quality of 
service, and reliable, comfortable, and efficient operations. Jet's objective is to 
ensure consistent profitability, achieving healthy, long-term results for investors, 
and providing its employees with an environment for excellence and growth. The 
company well managed in the interests of the shareholders 
Jet's total quality management emphasis on technology and on time performance 
is one of the key factors of its success. Its vision is to become 'An Airline of 
Excellence'. Jet has also earned the ISO 9001 certification for its in-flight services. 
The top management believes that service quality excellence should be a 
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philosophy of everyone in the company. This philosophy is reinforced by a 
comprehensive review of its internal business processes. The purpose of the 
review was to align the technology and people with customer driven and service 
quality strategy. Service quality strategy extends through many areas in the 
artefacts and physical environment of the company offices and airline. At Jet, 
process of strategic development enables senior leaders to make specific decisions 
to achieve business excellence and service quality. 
Jet is a process-focused organization with many standard procedures. Top 
management emphasizes that processes must be thoroughly planned so that they 
can help employees to meet standards, create a market, and thereby provide 
excellent service quality. Each fimctional area is responsible for managing and 
improving business processes. Every manager is empowered to identify 
improvement opportunities, form teams to refine approaches, resolve issues, and 
improve processes. 
Jet carried out macro-environment analysis to understand the current state and 
expected future state. Jet is a process-focused company with standard procedures. 
Processes are meticulously plaimed to help employees meet standards and thereby 
ensure service quality. 
The service quality department of Jet figures out concern areas before they turn 
into real problems. Processes are monitored regularly using gap analysis model. 
ServeQual model is adopted to keep watch on the processes. 
6.6.2 Market and Customer Orientation 
Jet has created its brand image by focusing on on-time flights and having the 
youngest aircraft fleet in the world. The average age of the fleet is 5.1 years. 
The customer driven strategy requires intense focus on customers and their 
satisfaction. Jet is offering service-monitoring questionnaires (SMQ) in the flights. 
Passengers are asked to rate the services on issues ranging from ticketing, 
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accessibility at the airport to the cabin crew behavior, food and overall flying 
experience. Continuous improvements are being made to the in-flight menu. It has 
received top rank on quality of meals served. 
Jet presents a quality look in the decor of its counters, cabin interior of its aircraft, 
the uniform and so on. It has ^pointed a floorwalker, designated queue manager 
to keep a look at how customers are served at the airport. The company relies on 
data management and analysis system for its customer relationship management 
strategy. 
Jet is providing world-class fi-equent flyers benefits to customers through alliances 
with British Airways, KLM Royal Dutch Airlines, Northwest Airlines, Gulf Air, 
Qantas, Thai Airways, and Austrian Airways. 
Jet has received World Travel Market Global award for world's premier global 
travel event in London. It got H & FS Domestic Airlines of the year award four 
times. Citibank Diners Club has chosen Jet as India's best domestic airlines for its 
excellence in service. It also received Air Transport World award 2001 for market 
development. 
6.6.3 Top Management Commitment and Leadership 
The senior managers exhibit a strong excellence driven leadership. They have a 
passion for excellence largely because of the performance expectations. 
Leadership understands that intellectual and organizational capabilities have to be 
developed continuously; otherwise, they would not be able to meet the challenges. 
To help employees understand what is expected in terms of serving customers the 
company is focused on training and development. HRD symposiums are organized 
to enable employees to conduct in depth analysis through discussion and 
networking. A specially designed training scheme called Training and 
Development Qualification Programme (TDQP) is operational. A high-tech 
training centre with facilities like learning centre, computer centre, and hostel with 
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facilities of conferences and lectures is used to impart training. The aim is to build 
Jet into a learning organization, where employees expand their capacity to create 
results, and where new patterns of thinking are nurtured. Employees have passed 
through the Quality Improvement Team (QIT) training programme. 
Jet involves employees in setting annual goals and objectives, linked to 
departmental objectives. Management by Objective (MBO) is a part of 360-degree 
performance management process. Employees after setting objectives develop 
action plans and measure their performance. 
6.6.4 Business Process Alignment 
For aligning the business processes, functional areas, customers, and employees. 
Jet uses Information Technology as an effective tool. The company has invested 
substantially in latest technologies to face competition and to improve speed and 
efficiency of operations. Computerizing of catering operations serves an example. 
This indicates that Jet leverages technology to add-value for the customers. Menu 
planning service, one aspect of catering is enhanced with the aid of software. Up-
to-date information on passenger volume is made available with the help of 
CUISINE (Catering Update Information System Introducing Necessary 
Effectiveness). 
The Internal Customer Feedback (ICF) system is an integrated online database, 
compiling and tracking feedback from employees. 
6.6.5 Communication Process 
Up gradation of service quality requires that a quality conscious attitude and 
culture is developed. Company policy is to rely on effective internal 
communication. Jet communicates its mission, vision, and aspirations through 
Code of Business Conduct. It covers a wide range of business practices and 
procedures. It serves as a guide to decision making. 
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Leadership vision is translated into shared values through internal communication 
process. Top managers' speeches at service excellence conventions serve the 
purpose. In house newsletter, reports on the progress of service initiatives, and 
achievements of employees are effective vehicles for communication to motivate 
employees and to ensure that the company's aspiration are well understood by 
everyone. 
To sum up, it may be noted that in this chapter, an analysis of data collected from 
three organizations using OCTAPACE, Survey and Strategy questionnaires were 
presented. Quantitative analysis (using SPSS) has been done for the three 
companies. Qualitative data analysis has been done for one organization, based on 
interview, with objectives as a) to supplement the survey data, b) to gain insight 
into the reasons for statistically significant association between the culture and 
strategy and c) to prepare balanced scorecard. 
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CHAPTER-7 DISCUSSION AND IMPLICATIONS 
In the previous chapter, an analysis of quantitative and qualitative data was 
presented in detail. Based on this analysis, 'corporate culture profile' of the 
three companies under the study is presented, under two broad categories, in 
this chapter. The two categories are 'OCTAPACE profile' of the companies 
and 'culture profile' of the companies. Subsequently implications of the study 
and possible interventions to deal with those aspects of corporate culture, 
which lead to negativity, are also proposed. 
7.1 OCTAPACE Profile of the Companies 
OCTAPACE profile of the three companies, as shown in Table 7.1 presents a 
picture of the ethos prevailing in those companies. No doubt, each value 
moves along a continuimoi fi-om low to high. This profile helps us to 
understand how each company is applying its leadership values, which guides 
the organizational behavior and helps attain competitive edge over others. 
The study revealed that lA, Jet, and Sahara differ on the degree of ethos. The 
differences are especially noticeable on some of the values. The profile of 
each company is discussed below. 
7.1.1 OCTAPACE Profile of lA 
The OCTAPACE profile of I A, Table 7.1, reflects the bureaucratic nature of 
the organization. The oldest company in Indian aviation industry is dominated 
by the respective opposite poles of most of the eight values. None of the 
OCTAPACE is highly valued and widely shared in this company. Openness, 
confi-ontation, proaction, and experimentation are on the middle of the 
continuum and the remaining four are on the lower side. Pareek (1989) 
suggests that such a climate is characterized as 'a bureaucracy and a rigid 
hierarchy which dominate the organization. Decisions are usually delayed. It 
is more important to follow rules and regulations than to achieve results'. 
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Table 7.1 OCTAPACE Profile of the Companies 
(Based on Mean Value) 
Aspects 
Openness 
Confrontation 
Trust 
Authenticity 
Proaction 
Autonomy 
Collaboration 
Experimentation 
U 
13 
13 
12 
12 
13 
12 
12 
13 
Jet 
17 
15 
16 
13 
15 
15 
15 
15 
Sahara 
12 
13 
15 
12 
13 
10 
12 
12 
Chart 7.1 OCTAPACE Profile of the Companies 
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Some restraining forces and likely blocks in the way of effectiveness, 
recognized by the researcher, govern the ethos of the company. Lack of trust 
and low authenticity are causes of concern. These could be possible blocks to 
open and frank communication. It seems that there is incongruity between 
A\diat one feels, says, and does. It is reflected in not owning up one's mistakes. 
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It is manifested in low level of interpersonal trust and support among the 
managers, though at the face value everything seems all right. The outcome of 
low level of trust and authenticity is distorted formal conmiunication, low 
empathy, less support, high stress, and increased emphasis on rules, 
regulations, and procedures. The ethos is mistrust and self-seeking. 
An extension of low degree of trust and authenticity is on collaboration, 
which is also low. Due to lack of trust, individuals and group do not possess 
team spirit. Outcome of this is shovm in the form of less resource sharing and 
less utilization and lower quality of meetings. 
Positive features of the ethos are reflected in managers desire to experiment 
with new ideas, though they do not posses much power. A few managers in 
the finance and HR function stated that their role was not to innovate or to 
take risk. 
Still there is a feeling of doing innovative things. This can be strengthened 
further and become a source of strength. Managers are proactive also to some 
extent. Openness and confrontation are also at the medium level. 
Improvements are possible here also. Managers of AJ respond to environment 
are able to anticipating, adapting, and confronting the new situations. 
7.1.2 OCTAPACE profile of Jet 
It seems that the eight values played a major role in Jet becoming the key 
success story in the Indian aviation industry and one of the fastest growing 
airlines in the world. Table 7.1 shows that all of the ethos except authenticity 
are highly valued and widely shared among the managers of Jet Authenticity 
though being in the middle range is valued respectively low in comparison to 
other values. 
The profile of Jet indicates that current ethos encourages free interaction 
among employees, each respecting others' feelings, competence, and sense of 
judgment, largely. Meetings are fruitful in terms of genuine sharing of 
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information. A disease, namely, group- think, does not defeat the purpose of 
the meetings, as managers are not hesitant to share their true feelings and 
thoughts. Thus, these productive meetings become the vehicle of success 
during strategy implementation phase. Upward and downward 
commimication is encouraged, thus providing an atmosphere of interpersonal 
trust and support. Jet tends to be quite open company. Pareek (1997) proposed 
that the outcome of openness is more unbiased performance feedback. 
In Jet the confrontation - exploration mode of problem solving is preferred to 
avoidance-escape mode. Jet ethos encourage people to recognize a problem, 
bring it to the notice of people concerned, explore with then to understand it, 
and search possible ways of dealing with it. In a nutshell, people are 
encouraged to take up challenges. The tendency to confront problems (Pareek 
& Rao, 1992) and find relevant solutions contributes to efficacy. The outcome 
of confrontation is better role clarity and improved problem solving. 
A very prominent feature of Jet is high level of interpersonal trust and support 
among the managers. Pareek (1997) pinpoints that the outcome of trust 
includes higher empathy, timely support, reduced stress, and reduction and 
simplification of forms and procedures. 
Jet has authentic ethos to the extent that develops a culture of mutuality and 
creates a correspondence between members in the organization. 
Jet is a proactive organization. Managers anticipate issues and act to take 
advantage of this understanding. In fact, they are proactive to the extent of 
creating future and taking initiatives. According to McNamara's concept, 
proaction is the strategy planning to influence events, and in a way cause 
change. Managers in Jet are proactive at the feeling level, thinking level and 
action level. Pareek (1997) proposes that the outcome of higher proactivity is 
more initiative in anticipating problems, planning, strategy development, 
faster response, international processing information about competitors, the 
166 
Chapter-7 Discussion and Implications 
market, collaborations, raw material etc. The outcome is also reflected in 
improved time management and willingness to enter new areas of work. 
Current ethos in Jet encourages individual and role autonomy. Profile 
indicates that ethos is positive in the sense that managers are willing to take 
on responsibility, individual initiative, and develop mutual trust. They use 
power and empower others, creating a basis for collaboration. The outcome of 
these (Pareek, 1997) is joint decisions, better resource utilization, and higher 
quality of meetings. 
In Jet, emphasis is given to innovation and new ways of doing things. Thus, 
the profile indicates that Jet is on the higher side of eight (OCTA) steps 
(PACE) to create fimctional values. 
7.1.3 OCTAPACE Profile of Sahara 
The OCTAPACE profile of Sahara, Table 7.1, shows trust on the higher side; 
confi"ontation, and proaction on the middle. Remaining five values are on the 
lower side of the continuum; that is, governed by closedness, manipulation, 
role bounded ness, conflict, and safe playing. 
Trust, one of the interpersonal aspects of ethos is quite high in Sahara. It is 
reflected in the managers' behavior of maintaining the confidentiality of 
information shared by others, and not misusing it. It is reflected in accepting 
what another person says at face value, and not searching for ulterior motives. 
Sahara can move fiirther in this direction. 
Profile indicates Sahara Managers' quality of taking up challenges and desire 
to take the initiative, despite not having enough autonomy and openness. 
Managers individually are able to work on the challenging problems, 
preplanning and taking preventive action. Nevertheless, as a team they are 
unable to take initiative and collaborative efforts are not up to the desirable 
level. Pareek and Rao (1992) propose that the main emphasis in such situation 
is on contribution fi-om the individual to the maximization of efficiency. The 
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problem of closedness is also high. Managers become defensive and do not 
express their feelings and thoughts openly. Closedness is in both directions; 
that is, giving and receiving. These related to ideas, including suggestions and 
feedback, including criticism. 
7.2 Culture Proffle (Present) of the Companies 
Based on the culture survey data and analysis, profile of the three companies 
is depicted in Table 7.2. The cultural profile has been prepared and interpreted 
by the researcher. The interpretation is discussed in this section. 
Table 7.2 Culture Proffle (Present) of tfie Companies 
(Based on Mean Value) 
Aspects 
Intemality 
Ambiguity Tolerant 
Context Sensitive (-) 
Narcissism (-) # 
Future Orientation 
Individuality 
Inner Directed 
Universalism 
Role Bound 
Androgynous 
Power Parity 
lA 
63 
73 
80 
81 
73 
60 
71 
70 
67 
79 
57 
Jet 
85 
85 
70 
75 
72 
71 
78 
74 
83 
72 
81 
Sahara 
76 
71 
79 
85 
70 
62 
67 
72 
75 
73 
67 
(-) Negative orientation # High value mean less narcissistic 
7.2.1 Culture Profde (Present) of lA 
The profile indicates (Table 7.2) that the current corporate culture tends to be 
centralized in power, as there is less autonomy for the employees. The culture 
is based on relatively large power distance, as power parity is low. Hofstede 
(1993) concluded that in a large power distance culture, differences among 
people with different ranks are accepted. A manager in a high-level position 
treats those at lower levels with dignity, but the difference in rank is always 
clear. 
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Chart 7.2 Culture Profile (Present of the Companies 
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The culture encourages conformity rather than intemahzed norms of workmg 
(reflected m low inner-directed ness) and has grouping according to vested 
interest, less concern about the organization and more concern about the 
group/ department Trompenaars (1993) emphasised that collectivist culture 
rests on group membership Group norms/ other directedness are prevalent in 
this culture affecting the members' behavior 
The culture tends to be context sensitive, circumstances and background of a 
case are given importance Hall and Hall (1995) concluded that in such a 
culture individuals know a lot about within their network The culture is more 
flexible and has focus on the "other" The culture of Indian is conserving and 
conservative 
7.2.2 Culture Profile (Present) of Jet 
The cultural profile of Jet is depicted in Table 7 2 The obvious theme in Jet 
culture can be described as internal locus of control, as is evident by high 
intemality and inner directedness Managers exhibited considerable 
confidence that they would succeed in the face of difficult technical, market, 
and competitive challenges. Leftcourt (1982) categorized people into 
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'internals' who see the world largely as 'I make it happen'. This feeling of 
control over environment is evident in Jet culture. 
Managers' at Jet are usually busy. There is considerable pressure to perform 
as reflected in the profile. Managers work hard to achieve the 'high mark on 
the wall' they set for themselves. The strong corporate culture of Jet is built 
around hard work and the desire to win. 
A willingness to change is a common attitude at Jet. Change seems as 
positive, even exciting and necessary which arises out of high internal locus 
of control. 
Jet reduces power distance, as senior managers are available and willing to 
talk to lower level employees despite their busy schedule and hectic business 
activities. 
The profile indicates that the current corporate culture encourages diverse 
views and thinking and managerial responsibility. The present culture 
emphasizes business achievement, as it is highly ambiguity tolerant culture. 
There is strong belief that unstructured and unpredictable situations provide 
opportunities for using multiple approaches. Divergent behavior and ideas are 
seen as sources of creativity. The culture is individualistic as managers are 
recognized for individual achievement. 
The profile indicates that culture has some not so positive aspects also, like 
high role bounded ness and context sensitiveness to some extent. Role 
bounded ness to the extent that individual identifies with it, and tries to fulfill 
its obligation is desirable. However, when a person is strongly attached with 
the present role; openness, innovation, and creativity are curtailed. Though, 
much importance is not given to the context of the situations, but sometimes it 
affects the decisions. The culture of Jet can be termed as innovative and 
value-oriented that is inner directed and more proactive approach to work. 
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Strong and performing cultural dimensions arose out of a top management's 
focused goal on creating a customer driven and quality oriented culture. 
7.2.3 Culture Profile (Present) of Sahara 
The binding glue of the culture is, 'Sahara Pranam', a greeting whenever two 
members of Sahara meet each other, whether in the corridor, Uft, or ofBce, 
without any difference of hierarchy. This aspect is reflected in moderate 
power parity in Sahara. 
The profile. Table 7.2, indicates that the current culture encourages 
consideration for others and conformity. People are not self-centered. It 
encourages human values such as empathy, concern, and support. Great value 
is given here to good relationship and loyalty to the organization; and 
maintaining harmony is highly valued. Conformity is maintained as 
confi-ontation and fi-ank communication are generally avoided. Other opinions 
direct the behavior rather than the internalized norms of working. The profile 
indicates that the culture is androgynous. O' Flaherty (1980) describes 
androgynous culture in which interpersonal trust is highly valued. Harmony 
and fiiendship are seen as desirable. 
Highly context sensitive culture tends to have grouping according to stakes. 
The culture is not clearly characterized by entrepreneurship (evident in low 
fiiture orientation) and sense of confidence. High role bound culture thus 
inhibiting, innovation, and creativity. 
The culture tends to emphasize collectivism rather than individualism. It is 
low in achievement orientation and assertiveness. Relations take precedence 
over tasks. Ambiguity tolerance is not very low. However, it is not high also. 
Managers are not very comfortable with uncertainties. The corporate culture 
of Sahara can be termed as conservative but humanistic. 
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As evident in the interpretation of the culture profile, there is not a single 
aspect that shapes the culture rather it is the inteiplay of all the aspects 
charaterizing culture for every company. 
7.3 Culture Profile (Desirable) of die Companies 
In the previous section, the researcher discussed the present aspects of 
corporate culture of the three companies. Now, at this point, we shall discuss 
the corporate culture fi-om the standpoint of desirability in fiiture. The mean 
values of aspects for each company are shown in Table 7.3. 
Table 13 Culture Profile (Present vis-a-vis Desirable) of the 
Companies 
(Based on Mean Value) 
Aspects 
Intemality 
Ambiguity Tolerant 
Context Sensitive (-) 
Narcissism (-) # 
Future Orientation 
Individuality 
Inner Directed 
Universalism 
Role Bound 
Androgynous 
Power Parity 
lA 
Present 
63 
73 
80 
81 
73 
60 
71 
70 
67 
79 
57 
Desirable 
63 
92 
60 
82 
77 
61 
58 
77 
75 
80 
69 
Jet 
Present 
85 
85 
70 
75 
72 
71 
78 
74 
83 
72 
81 
Desirable 
102 
84 
66 
90 
72 
72 
76 
86 
89 
75 
88 
Sahara 
Presoit 
76 
71 
79 
85 
70 
62 
67 
72 
75 
73 
67 
Desirable 
92 
79 
68 
85 
74 
60 
65 
83 
81 
80 
76 
(-) Negative orientation # High value mean less narcissistic 
and would be able to grab more opportunities by taking risks. Being a 
bureaucratic organization, managers want more power parity that would help 
in attaining more openness and frank communication. 
The desired score for context sensitiveness is reduced. This can be explained 
in the sense that low context sensitiveness helps in attaining objectivity and 
transparency in the system. 
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7.3.2 Culture Profile (Desirable) of Jet 
The largest gaps as shown in Table 7.3, between actual and desired perceive 
culture lies in three aspects: intemality, narcissism, and universalism. The 
reason for high intemality could be explained in terms to have better control 
over events and happenings. High desired scores on other two aspects lead to 
the conclusion that having a concern for others and giving weightage to 
others' opinions help in building a supportive culture. 
Chart 7.3 Culture Profile (Desirable) of the Companies 
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7.3.3 Culture Profile (Desirable) of Sahara 
The largest gap as shown in Table 7.3, between actual and desired perceived 
culture lies in two aspects: intemality and power parity. High scores on these 
two aspects lead to the conclusion that managers want to have more control 
on situations and equalization of power. 
7.4 Strategic Orientation of the Companies 
The data analysis regarding strategic dimension which is done by researcher 
in the fifth chapter, helped to interpret the results in a systematic manner. 
Each aspect of strategic dimension, shown in Exhibit 7.1, is evaluated on a 
continuum and the three companies, under study, are placed accordingly. 
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Ulrich and others (2000) proposed that 'corporates are conscious than ever 
before that their strategic orientation- in concept and content- needs urgent 
overhaul'. The same rule applies to the three corporates, which were studied. 
Before overhauling it is necessary to know that, 'where do we stand in terms 
of strategy'? There is a growing realization that the management has to be 
focused on future. 
The basis of the strategic dimension is based on the questions posed by 
Hanunel and Prahalad (1994) in competing for the future. Which follows as: 
'Do senior mangers in the company have a clear and shared understanding of 
how the industry may be different ten years from now? Is the company's 
point of view about the future unique among competitors'? Chart 7.1 depicts 
the position of the companies' vis-a-vis strategic dimensions. 
7.4.1 Strategic Orientation of lA 
Basic strategic principle of lA seems to revolve aroimd the existing 
competition and existing market. For years, working in no competition 
situation, there is a feeling of insecurity about its ability to compete in a 
global environment. In respect of issues such as exploitation of environmental 
and market opportunities, global pre-emption and pre-market competition; it 
has reactive approach rather building new competencies. 
The lack of focus, on creating the future, is derived from belief of strategist, 
that advantage-building agenda is dominated by quahty, time-to-market, and 
customer responsiveness. While these advantages are perquisite for survival, 
they can hardly guarantee the success in future. If the future is not occupying 
senior managers' attention, they cannot devote their time to build a corporate 
perspective on the future. 
Hamel and Prahlad (1994) proposed that if the scores (Chart 7.1) fall 
somewhere in the middle or off to the left, the company may be devoting too 
much energy to preserving the past and not enough to creating the future. 
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Considering this, the researcher sums up that Indian's point of view is 
conventional and reactive and reengineering core processes get the senior 
management attention more than regenerating core strategies. 
Exhibit 7.1 Strategic Orientation of the Companies 
strategic Dimensions lA 
Mean 
Senior management has clear long tenn visicxi statement 
Senior managers as industry revolutionaries 
Company has clear and collective agenda for building 
core competencies 
Allocating time and intellectual energy to pre market 
competition 
Excercising influence over industry evolution 
Employees share an aspiration for the company and 
possess a clear sense of the legacy 
Aspirations oprationali2Ed into clear set of corporate 
challenges 
Identified and scrutinize current-corporate and industry 
conventions 
Clarity of company's economic engine 
Deep sense of urgency about the challenges of sustaining 
success 
Opportunity horizon extends beyond existing markets 
Exphcit process for identifying and exploiting 
opportunities 
Management and allocation of core competencies receive 
exphcit attention 
Market experiences to ensure that compnay learns faster 
than rivals 
Firm has a capcity for global preemption 
Opportunities for resource leverage fully exploited 
Senior executives will leave a legacy to fiiture managers 
2.20 
2.40 
4.00 
2.00 
3.00 
2.80 
3.00 
2.40 
2.40 
1.90 
3.40 
2.70 
1.80 
2.00 
3.30 
2.30 
3.70 
Jet 
Mean 
4.80 
4.00 
3.10 
3.80 
4.10 
3.30 
3.40 
3.10 
3.20 
3.00 
4.10 
3.90 
3.40 
4.00 
3.70 
3.50 
3.60 
Sahara 
Mean 
1.80 
2.20 
3.20 
3.20 
2.50 
3.50 
2.40 
1.90 
2.00 
2.30 
4.70 
3.80 
1.70 
2.70 
3.00 
2.00 
3.10 
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Senior management has clear long term vision 
statement 
Senior managers as industry revolutionaries 
Company has clear and collective agenda for 
building core competencies 
Allocating time and intelectual energy to pre 
market competition 
Excercising influence over industry evolution 
Employees share an aspiration for the company 
and possess a clear sense of the legacy 
Aspiration oprationalized into clear set of 
corporate challenges 
Identified and scutinized current-corporate & 
industry conventions 
Clarity of company's economic engine 
Deep sense of urgency about the challenges of 
sustaining success 
Opportunity horizon extends beyond existing 
markets 
Explicit process for identifying and exploiting 
opportunities 
Management and allocation of core 
competencies receive explicit attention 
Market experiences to ensure that compnay 
learns faster than rivals 
\ 
Firm has a capcity for global preemption 
Opportunities for resource leverage fiilly 
exploited 
Senior executives will leave a legacy to future 
managers 
176 
Chapter-7 Discussion and Implications 
lA.l Strategic Orientation of Jet 
Competition for the fiiture is competition for opportunity share rather than 
market share. It is competition to maximize the share of future opportunities. 
(Hammel and Prahlad, 1994). 
Basic strategic principle of Jet emerges from its position being market leader 
in aviation industry. Its position provided opportunity to focus on the future 
and think differently. Having a long-term vision statement, clear and vivid 
and thinking of regenerating industry (instead of company). Jet desires to 
build new core competencies for mega opportunities (only the time will tell, 
whether, it replicates its success story, of Indian market in global market or 
not). Developing new competencies and gaining competitive space leads to 
premarket competition. Kim and Maubom (2005) argue that lasting success 
comes not from battling competitors, but from creating 'blue ocean' that is 
untapped market spaces ripe for growth. Jet is counting on such strategic 
moves like 'value innovation', which creates powerftd leaps in value that 
often render rivals obsolete. 
Being on the right side of the scale (Chart 7.1) means the agenda that drives 
this company, is the view of future and opportunity horizon of future. The 
company's strategic agenda is distinctive and far-sighted. Company is trying 
to regenerate core strategies and it is a rule maker. Innovation and growth are 
company strength and top management mostly works as an architect. Jet has 
made the Indian aviation industry proud by maintaining service standards 
comparable to those of established international airlines. 
7.4.3 Strategic Orientation of Sahara 
Sahara on evaluation Chart 7.1 lays in between lA and Jet, on most of the 
issues. According to Hamel and Prahalad's evaluation guidelines, the scores 
fall somewhere in the middle or off to the left. This implies that the company 
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may be devoting too much energy to preserve the past and concentrating on 
present, while not doing much for much to create the future. 
The company's vision statement is not very clear to all in the company and 
this business, in itself, is different jfrom group's core business (Para banking) 
and core competencies. Management's point of view is conventional and 
reactive. Attention is paid to reengineering core processes rather than 
generating core strategies. The focus of the company's advantage building 
efforts are on catching up with the competitors rather than getting out in front. 
7.5 Corporate Culture- Strategy Alignment: Balanced Score card 
This section covers the concept of balanced scorecard, a measurement tool, 
which connects culture to strategy. Corporate culture creates much of its value 
at the points of intersection between organizations value systems and the 
strategy implementation system. Maximizing the value requires an 
understanding of both sides of that intersection. When soft aspect of 
management (corporate culture) synergies with hard aspect of management 
(strategy) value is created and performance is enhanced. Misalignment 
between corporate culture and strategy implementation system can actually 
destroy value. 
Essence of corporate culture strategy alignment is presented in the form of 
balance scorecard, which is based on quantitative and qualitative analysis of 
data of Jet. The implementation of balanced scorecard will help to understand, 
conummicate, and implement strategy at all levels. At the same time, it would 
enhance and develop the culture- strategy link and make the culture a strategy 
driven culture. 
7.5.1 Strategic Mapping 
To begin with, a detailed strategic mapping of the strategic theme, based on 
four perspectives, is carried out. A pictorial description of the strategy and its 
elements is strategy mapping, which shows linkages between elements. 
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Exhibit 7.2 shows the interlinkages of four perspectives, which achieve 
strategic objectives. Corporate culture plays a critical role in enhancing 
strategic perspective, required for strategic execution. Strategic mapping 
provides a means to identify the discrepancies between firm's current and 
ideal corporate culture and values. Such gaps may have arisen within the 
elements of the culture, between culture and strategy, or between desired and 
actual employee behavior. Corporate culture directly affects employee 
performance, which has financial impact. The financial impact can be 
calculated by cost-benefit analysis of the human resource of the organization. 
Question could be asked whether an employee contributes a little or lot to the 
firm's success. 
Estimating the impact of employees' performance on the firm is very tricky 
and described as the 'Achilles heel' of the HR field (Boundreau, 1991). An 
understanding of basic social science research methods can help and provide 
insights into the relative impact of employee performance. The exhibit 7.2 
shows the different elements of strategy under four perspectives. As evident 
fi-om the strategic mapping, elements that would influence the achievement of 
strategic theme are mostly non-financial measures. 
7.5.2. Balanced Scorecard 
The pictorial description of strategic themes is used to specify objectives and 
measures to achieve those objectives, under each perspective. Exhibit 7.3 
depicts the balanced scorecard for Jet. It shows perspectives, objectives, and 
measures for each perspective. The objectives and measures of these 
perspectives are given below. 
• Financial perspective: Jet's objective is to gain more than 50 per cent 
share of the market. 
• Customer perspective: Major objectives are enhancing service 
attributes, CRM, brand image, retaining, and attracting new customers. 
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• Internal process perspective: Major objectives are TQM, development 
and enhancement of world-class programmes, innovation, optimization 
of service delivery, communication, and corporate citizenship. 
• Learning and growth perspective: This perspective focuses on human 
capital, information capital and organizational capital. It focuses on 
how to build capabilities and identify talent, as in the knowledge based 
economy human resource is the most critical resource. This 
perspective, simultaneously, focuses on IT orientation and 
organizational integration through IT. Ultimately, learning and growth 
perspective focuses on leadership and culture. How to develop 
effective leaders is the objective, hence the assessment and 
developmental techniques are identified. The emphasis in 
Exhibit 73 Jet Airways' Corporate Culture-Strategy Linkage: 
Balanced Scorecard 
Perspectives 
Financial 
perspective 
Customer 
perspective 
Internal 
Process 
Perspective 
Objectives 
• Increase in market share 
• Retain and attract new 
customers 
• Attention to service 
attributes 
• Focus on customer relation 
management 
• Enhance brand image 
• Total quality management 
• Development and 
enhancement of world class 
programmes 
• Optimization of service 
delivery through 
streamlining process 
• Innovation 
• Effective communication 
• Corporate citizenship 
Measures 
• Increased revenue- existing and new 
markets 
• Introducing new facilities preferred by 
customers 
• Value for money 
• Maximize service quality, reliability, 
safety, pleasure, and cost effectiveness 
• Service monitoring questionnaire 
• On time flights 
• Service quality analysis 
• Quality function deployment 
• Quality in decision making, work 
processes, work environment, team work 
• Gap analysis 
• In house newsletter 
• Publicity of the achievement of employees 
• Raising money fw NGO 
Contd. 
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Perspective 
Learning and 
Growth 
Perspective 
H 
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I 
O 
A 
L 
C 
A 
P 
I 
T 
A 
L 
Objectives 
• Develop capability 
• Increase talent 
• Organizational integration 
Leadership 
• Effective leadership 
• Develop leaders who can 
steer the organization 
towards its strategy 
Corporate Culture 
• Quality HMiented 
• Customer-driven 
• Perfonnance^ased 
• Culture diat values 
achievement, open 
C(xnmunicati<si proaction. 
team building 
empowerment, flexibility 
• Instill awareness and 
intenializati(Mi of mission, 
vision, and core values 
required to implement 
strategy. 
Measures 
• Strategy focused workforce 
• Building strategic competencies 
• Knowledge management 
• 360" performance appraisal 
• High potential development 
• External trend data 
• Employee data 
• Incident tracking 
• Problem management 
• Integrated customer file 
• Customer feedback 
• Menu plaiming system-
CUISINE 
• Internal customer feedback 
system 
• Assessment on leadership grid 
• Measm-es leadership traits 
• Leadership gap analysis 
• Customo" survey 
• Culture survey 
• Change readiness survey 
• Strategic awareness 
programmes 
• Attitudes and experimoital 
training 
• Team- building 
• Oi^anizational devel(q)ment 
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learning and growth perspective is on corporate culture also. The objective is 
to develop and sustain a performing corporate culture, which are customer 
driven, quality oriented, and performance based. The objective is to instill 
awareness among employees and intemalisation of mission, vision, and core 
values required to implement strategy. The measures adopted to achieve these 
objectives are, namely, customer survey, culture survey, change readiness 
survey, strategic awareness programme, experiential training, team building 
exercise, and organization development. 
7.6 Implications of Findings for Corporate Culture-Strategy Link 
The purpose of this section is to help the companies to ascertain how to move 
from where it is and where it should be, in the context of ethos, culture, and 
strategy orientation. Based on the analysis and interpretation of the findings 
the researcher would like to suggest some measures for creating positive/ 
functional ethos, making culture a performing culture, and strengthening 
corporate culture-strategy relationship. These implications are discussed 
below. 
7.6.1 Implications for Creating Functional Ethos 
It has been established that the outcome of OCTAPACE ethos is positive and 
helpfiil, in attaining the performance excellence, for the organizations. 
Therefore, it becomes necessary that organizations should (a) build on the 
strength of functional ethos, (b) change the dysfunctional ethos, which breeds 
negativity in the internal environment, and acts as a roadblock in achieving 
excellence. These implications of ethos are discussed below. 
7.6.1.1 Implications for lA 
• To build high level of trust, which is mutually beneficial to the 
employees, effective communication should be facilitated. Team-
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building exercises should be conducted as trust helps enormously in 
creating shared objectives. 
• Win-win climate may be created and facilitated by continuous 
helping relationships within teams and superior-subordinate 
relationship. 
• A collaborative diagnosis of organizational problems may be 
undertaken by top and middle level management (French & Bell, 
1995). 
• An approach to review individual and group targets and their 
achievement periodically is the requirement of the day. 
• Leadership should provide managerial support, goal-emphasis, 
proactivity, and work facilitation. 
7.6.1.2 Implications for Jet 
• Fast-paced innovation should be pursued by enhancing proactive 
approach to deal with problems. 
• Empower people by giving responsibility and power for decision-
making. Peters (1992) advocates the importance of empowered people 
and innovation. 
• Inspire a share vision of the organizational goals. 
• Create challenging possibilities by giving people the big picture and by 
promoting the meaningfulness of their efforts. 
• As the culture is fairly open, self managed and self-assessed teams can 
be introduced. 
• Organization needs to develop flexibility and a positive attitude 
towards experimentation and trying out new ways to deal with issues 
and problems. 
184 
Chapter- 7 Discussion and Implications 
• Managers may develop congruence between what one says and does to 
improve authenticity. 
7.6.1.3 Implications for Sahara 
• Fostering collaboration should be the primary concern in the present 
scenario. Working together and using one another's strength will 
increase collaboration. 
• The company should attempt to generate a climate of openness. Such a 
climate is required for helping the employees understand their 
strengths and weaknesses and to create opportunities for development. 
• Managers should be encouraged to use their powers willingly and 
without fear. The guarded behavior should be replaced by ability to 
take decisions appropriately. 
• Positive attitude towards proaction and experimentation should be 
developed. Managers should be encouraged to try out new ways of 
dealing with problems. 
7.6.2 Implications for Managing Corporate Culture 
There are some functional as well as some dysfunctional aspects in the 
corporate culture of each company. The functional aspects should be 
preserved and leveraged for achieving excellence. Dysfunctional aspects 
should be changed and replaced for maintaining the health of the 
organization. The implications of cultural aspect for each company are given 
below. 
7.6.2.1 Implications for lA 
Organizations, like individuals, are in the habit of making mistakes. The key 
to transformation lies in identifying, realizing, and then addressing previous 
mistakes. 
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Certain aspects of culture, which are dysfunctional, compel the company to 
make mistakes. Complacency, uncertainty avoidance, power distance, lack of 
future orientation, and other directedness are those dysfunctional cultural 
aspects, which create hindrance in successful execution of strategies. These 
aspects create discouraged employees, which are unable to make companies 
winners in a globalizing economic environment. 
The cultural aspects in lA, which should be managed or changed, are listed 
below. 
• To inculcate a feeling of control over the situations culture of learning 
may be developed. Learning helps building confidence and the feeling 
of self-efficacy. Confident employees have ability to control the 
situation and do not feel helpless in relation to vital matters. 
• A learning culture helps managers to experiment with the help of 
feedback and support. 
• Culture may be developed in such a way that it encourages faster 
decision-making. 
• Employees may be given attitudinal training with respect to change 
and uncertainly. A culture of high ambiguity tolerance ought be 
developed. 
7.6.2.2 Implications for Jet 
The culture of this company, comes out as performing one which helps to 
achieve excellence. Those cultural aspects, which lead to high level of 
achievement in task related activities, are deeply rooted in the culture. Yet, 
improvements are possible with respect to the aspects listed below. 
• To create a responsive and change-oriented company, the culture can 
be built around entrepreneurial process, competence-building process, 
and renewal process. 
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• For cultivating entrepreneurial process externally oriented, 
opportunity-seeking attitudes among employees should be inculcated 
(Ghoshal, 1995). 
• Ghoshal (1995) proposed that leaders should devote their efforts to 
create a culture, which encourages competence building and self-
confidence. Shaping an enviroimient for collaborative behavior is a 
part of competence building process. In Jet, the culture should 
incorporate these aspects. 
• The culture should help guard against complacency, a problem with 
successful organizations, by developing an attitude of reviewing the 
status quo and doing things differently. 
• To make the culture a life long learning culture, some habits may be 
developed. Mental habits (Kotter, 1996) that support lifelong learning 
are. 
> Humble self-reflection: Honest assessment of successes and failures 
especially the latter 
> Solicitation of opinions: Aggressive collection of information and 
ideas from others 
> Careful listening: Propensity to listen to others 
> Openness to new ideas: Willingness to view life with an open mind 
7.6.2.3 Implications for Sahara 
To face the environment of uncertainty, chaos, and paradox, the need of the 
hour for Sahara is to make changes in certain dysfunctional aspects of culture. 
The implications of dysfunctional aspects are given below. 
• Managers should be oriented to develop the culture having aspects like 
adaptability, flexibility, and creativity. 
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• The culture should develop propensity to experiment and readiness to 
think and act. These aspects will emerge with empowerment and 
autonomy. 
• Openness in communication must be encouraged. 
• It is possible to create culture that on the one hand is developmental 
and on the other hand is high performing in terms of productivity, 
quality of service, and profitability. 
7.6.3 Implications for Corporate Culture-Strategy Relationship 
This section dwells on the implications for relationship between the corporate 
culture and strategy as well as the necessity of fiiture oriented perspective 
regarding strategy in three companies. 
• Strategic orientation may help move towards creating a sense of 
urgency by removing sources of complacency and minimizing their 
efforts. In a managerial culture, where central control is the core value, 
taking steps to push up the urgency level can be a challenging 
proposition. 
• A vision statement, comprehensively visualizing fiiture and the 
opportunities, may be converted into espoused values and super 
ordinate goals. Corporate vision should be deeply rooted in the 
corporate culture. 
• Strategy, which provides a logic and detail of how a vision shall be 
accomplished, need to be aligned to the corporate culture. The strategy 
execution will be smooth if strategy-culture alignment takes place. The 
alignment leads to better communication and motivation, which results 
in better performance. 
• Culture must emphasize understanding about strategy and conunitment 
to that. Culture, which values performance, competent leadership. 
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teamwork, openness, proactivity, and ability to tolerate ambiguities can 
facilitate strategic adaptation. 
To introduce new strategy and to achieve superior performance, the corporate 
culture should be responsive to environment changes. According to Kotter 
and Heskett (1992) the hallmarks of an adaptive culture are: 1) Leaders have a 
commitment to timeless business principles and to stakeholders; and 2) group 
members are receptive to risk taking, experimentation, innovation, proaction, 
and changing strategies and practices. To tighten the culture-strategy fit 
management actions may be both symboHc and substantive. Major findings of 
the study and implications are summarized in Exhibit 7.4. 
However, the changes taking place in business world are not going to slow 
down. In fact, competition in aviation industry is likely to get even more 
intense in future. Therefore, the winning company of twenty first century 
must have a culture, which keeps the competition as well as opportunities in 
mind. The present day organizations must be externally oriented rather than 
inwardly focused, empowered rather than centralized, quick to make 
decisions, open and candid rather than political, and more risk tolerant rather 
than risk averse. 
A result-oriented culture that inspires people to do their best is conducive to 
superior strategy execution. A close strategy-culture alignment promotes the 
spirit of high performance. 
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Exhibit 7.4 A Summary- Findings and Implications for die 
Companies 
Organ 
ization 
Variable Findings Implications 
OCTAPACE 
Trust, authenticity, 
autonomy, and 
collaboration are low. 
Effective communication to 
develop trust, team-building 
exercises, collaborative 
diagnosis of organizational 
problems, approach to review 
individual and group targets. 
lA Culture 
Functional t^pects-
less narcissistic, 
inner-directed 
androgynous 
Dysfunctional 
aspects- low power 
parity (bureaucratic), 
external locus of 
control, low 
individuality. 
Create a culture of 
empowerment, encourage 
decision-making at every 
level, develop learning 
culture to build confidence 
and feelings of self-efficacy, 
attitudinal training to 
managers wath respect to 
change. 
Strategic 
Orientation 
Conventional 
orientation-existing 
competition and 
existing markets 
Develop future orientation, 
quick to make decisions. 
Openness and trust 
are high authenticity 
is low. 
OCTAPACE 
Jet 
Develop congruence in doing 
and saying, pursue 
innovation, enhance 
proaction, more power for 
decision-making, introduce 
self-managed and self-
assessed teams, develop 
flexibility and positive 
attitude towards 
experimentation. 
Culture 
Functional aspects-
intemality, ambiguity 
tolerant power parity 
Dysfunctional 
aspects-context 
sensitiveness 
Culture may be built around 
competence building process, 
entrepreneurial process and 
renewal process, develop 
externally oriented, 
opportunity seeking attitude 
and leaming culture. 
Contd... 
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Organ 
ization 
Jet 
Sahara 
Variable 
Strategic 
Orientation 
OCTAPACE 
Culture 
Strategic 
Orientation 
Findings 
Futuristic 
orientation-fai 
sighted and mle 
maker. 
Trust is high 
openness, 
authenticity, 
autonomy, 
collaboration and 
experimentation are 
low. 
Functional aspects-
less narcissistic 
inn er direction, 
role bound and 
androgynous. 
Dysfunctional 
aspects- context 
sensitive, low 
individuality, other 
directed, low power 
parity 
Traditional 
orientation- rule 
follower, 
regenerating core 
processes, existing 
competition. 
Implications 
Translate vision into culture, 
regenerate core strategies, 
new business development 
Foster collaboration, 
generates a climate of 
openness to create 
opportunities for 
development, develop ability 
to take decisions, develop 
positive attitude and 
proaction. 
Develop culture of 
adaptability, flexibility and 
creativity, encourage open 
communication, develop 
propensity to experiment. 
Develop focused approach, 
generate future orientation, 
become more risk tolerant. 
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Chapter 8 MAJOR FINDINGS AND FUTURE DIRECTIONS 
8.1 Major Findings 
In the previous chapters, we have presented the analysis and interpretation of 
the study. Discussion has also been carried out to understand the culture -
strategy link in depth. The analysis and interpretation helped us to gain insight 
into the concept. Since the objectives of the study were concerned with 
OCTAPACE, culture survey and strategic dimensions, their findings are 
accordingly grouped and presented as follows. 
8.1.1 Findings Related to Perception towards OCTAPACE. 
• Results brought out significant differences for total OCTAPACE 
scores for respondents. 
• The three companies have varying levels of OCTAPACE ethos. 
• None of the company has attained highest degree of all eight values. 
• Differences in the degree of OCTAPACE values have been observed 
among these companies. 
• In lA all, the values fall in medium category. 
• In Jet, most of the values fall in high category. It can be concluded that 
OCTAPACE ethos dominate the value system in Jet. 
• In Sahara, trust is high, autonomy is low, and remainiag values fall 
under the medium category. 
• Among the three companies. Jet emerges as having positive 
OCTAPACE ethos. 
• Differences in the degree of OCTAPACE ethos as per gender, 
functional area, and age are not of much significance. 
• There are differences in the perception towards OCTAPACE when 
analyzed based on length of experiences. 
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8.1.2 Findings Related to Perception towards Corporate Culture 
• Result showed significant differences in corporate culture in three 
companies. However, there was no difference between the culture of 
lA and Sahara. 
• Results showed differences in the perception towards present culture 
and desired culture in three companies. 
• OCTAPACE ethos reinforces some aspects of culture among 
managers. 
• Differences are reported in perception on intemality, context 
sensitiveness, and universalisra between top and middle management 
levels. 
• Male and female managers perceive context sensitiveness differently. 
• Experience emerged as a factor, which affects perception 
towards, culture and some of its aspects. 
• Largest gap emerged on aspects, namely, ambiguity tolerance, power 
parity, context sensitiveness, inner-directedness. 
8.1.3 Finding Related to Perception towards Present and Desirable Culture 
• There is a gap between the actual present culture of the companies and 
the desirable culture which manages want to have. 
8.1.4 Findings Related to Perception towards Strategic Dimensions 
• Strategic orientations of lA and Sahara are guided by conventional -
traditional approach. 
• Strategy orientation of Jet is guided by futuristic (blue-ocean strategy) 
approach. 
8.1.5 Findings Related to Corporate culture-Strategy Link 
• Certain aspects of culture have positive correlation with strategy. 
• Power parity has the strong correlation with strategy. 
• Ambiguity tolerance, future orientation, and intemality are positively 
correlated with strategy. 
193 
Chapter-8 Major Findings and Future Directions 
• Context sensitiveness and narcissism are negatively correlated with 
strategy. 
• Openness and proaction are positively correlated with strategy 
8.2 Directions for Future Research 
The present research explored many issues in line with objectives set for the 
study. The present study has focused on many dimensions; still a multi 
directional expansion with focus on related areas is possible. In the context of 
limitations of the study, and the experience gained during the study, some of 
the potential areas are identified for future researches. Potential areas for 
research have been identified in the context of conducting quantitative as well 
qualitative research. 
8.2.1 Potential Areas for Quantitative Researches in the Field 
1. To generalize the finding, broad representative sample may be taken. 
Sample size could be increased covering all the hierarchical levels as 
well as ground and in-flight personnel. 
2. Extensive coverage of all the companies under aviation industry may be 
done. 
3. Considering that corporate culture is an important ingredient of effective 
and efficient service, other industries, such as hotel, tourism, banking, 
insurance, IT etc., to name a few, could be studied. 
4. Besides service sector, study could be conducted in other sectors also. 
8.2.2. Potential Areas for Qualitative Researches in the Field 
Future research directions are concerned with two reasons to study culture: 
1. Scientific reasons that pertain to the building of theories and concept 
development 
2. Action research reasons that relate to helping manage cultural issues in the 
organizations. 
Thus, the research can move along to address either of the two of the 
directions discussed below. 
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i. Academics industry interface: To understand the phenomenon of culture in 
depth, its effects on organizational performance and effectiveness, 
identifying negative aspects and their affect, an exhaustive case based 
study of one company could be carried out. An academician could work as 
a consultant and/ or as an expert. The study could try to identify the 
aspects of culture- strategy linkage, measures for their alignment, and 
identify specific cultural dimensions and values required in relation to 
specific strategy. The study could focus on the requirements techniques to 
build desirable culture to suit and expedite strategy execution. The study 
could illustrate clearly that what kind of corporate culture would lead to 
organizational effectiveness. 
Research done in the form of academic- industry interface would 
contribute towards generating new knowledge and clarity of concept, at 
the same time, it would help the organizations to decipher their own 
assumptions when a cultural analysis becomes relevant for some problems 
that the organization is trying to solve. 
ii. Action research as an OD intervention: Research could be conducted to 
help the organizational members to analyze the culture, prepare a profile, 
and make action plan to deal with weak aspects. This could be done in 
steps; namely by identifying 
1) Indicators of weakness of specific value/ aspect in the organization 
2) Forces that make the value weak 
3) Outcome ofthe weak aspect 
4) Forces that can strengthen that value 
5) Working on the action plan 
6) After some months, reviewing the progress ofthe action plans, and 
7) If necessary, follow the first step again. 
Thus, the present research study has substantial scope of extension in 
terms of both quantitative and qualitative dimensions. 
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After Thought - My encounter with the companies 
Research is a process. It is time consuming and frustrating; yet, exciting. It is 
exciting if there is something new to explore. During the research period, I 
encountered the corporate world and explored dimensions related to my research, 
which are presented in ch^ters six, seven, and eight. Some informal aspects, 
which are not reported in the formal manner, are penned down here. 
When I visited the headquarter and other offices of the lA, Jet, and Sahara for the 
purpose of data collection, I had no inkling tiiat I will be a witness to upheavals 
and changes in aviation industry. Somehow, a feel of unusual happening was 
there. Exactly what was happening, was not clear. 
Jet and Sahara were working on the merger agenda, though it was not made public 
until January 2006. By the end of November 2005, I knew for sure that Sahara 
would be sold off very soon but to whom, it was not known. However, the changes 
were taking place internally and the game plan was in action. Sahara started 
operations on London route in January 2006, giving the impression that it is very 
much in business. Promising the ticket prices very low for a year, it tried to send 
the message to others that it is pursuing competitive strategy. Sahara India Pariwar 
wants its brand to be retained even after sell-off but Jet wants to use its own brand. 
Air Sahara used to have a lot of excitement, hush-hush activities, and movement in 
and around cabins. Some kind of unrest, more things to be done in short time, and 
hectic schedules of managers and other executives were the normal scene in 
Sahara Offices. HR manager was fully aware that what lies ahead, but kept the 
things close to his chest. Most of the executives were not aware about it. A kind of 
secrecy was there. During my presence, the conversation between HR manager 
and his assistant seemed very suspicious. Many executives were laid off in 
After Thoughl-My encounter with the companies 
different departments, some offices shifted, and employees were asked to reduce 
expenditure as a measure of cost cutting. 
The scene at Jet Airways offices was drastically different. A kind of calm 
prevailed their. The approach of Jet Airways' managers was very cautious. The 
HR manager assured me to provide the information, which I needed. He also told 
me that there is a plan to conduct organization wide culture and values survey with 
the help of consultants and told me that if things work out (consent from HR 
directors) he will invite me to be a part of it. However, it could not materialize as 1 
had to cover three companies and had to follow the same pattern. 
In Indian Airlines, brand image change was going on. To attract and retain 
customers, Indian Airlines created 'Indian', the new brand name with new logo, 
color, and uniform of the airhostess and cabin crew. To compete with other 
airlines, it followed the route of aggressive marketing to build confidence among 
the customers. 
Finally, in June 2006 demerger between Jet and Sahara took place and both the 
companies started their operations separately. 
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Appendix-A 
Dear Respondent, 
I am aiming to collect some information in connection with my doctoral thesis. 
The accomplishment of this work is not possible without your cooperation. The 
aim of the present endeavour is to study the Strategy-Corporate Culture link. 
To make this research successful, it is important for you to extend your hearted 
cooperation by giving frank and honest responses to each statement. Kindly 
extend your cooperation by filling this questioimaire carefiilly without 
hesitation and without leaving any item. I assure you that your responses will 
be kept confidential. 
Thank you for your assistance. 
Ayesha Farooq 
OCTAPACE PROFILE 
Given below are statements that indicate some organizational values. If these are 
values of the top management, they generally will be shared in the organization. Read 
each statement and give your response. Your response should indicate how much the 
spirit contained in the statement is valued / widely shared in your organization. Use 
the following key for your responses: 
Write 4 if it is highly valued. 
Write 3 if it is given a fairly high value. 
Write 2 if it is a given a rather low value. 
Write 1 if it is a given a very low value. 
1. Free interaction among employees, each respecting others, feeling, 
competence and sense of judgment. 
2. Facing and not shying away from problems 
3. Offering moral support and help to employees and colleagues in a crisis. 
4. Congruity between feelings and expressed behaviour (minimum gap 
between what people say and do). 
5. Preventive action on most matters. 
6. Taking independent action relating to their jobs. 
7. Team work and team spirit. 
8. Trying out innovative ways of solving problems. 
9. Genuine sharing ofinformation, feelings and thoughts in meetings. 
10. Going deeper rather than doing surface-level analysis of interpersonal 
problems. 
11. Interpersonal contact and support among people. 
12. Tactfulness, smartness and even a little manipulation to get things done. 
13. Seniors encouraging their subordinates to think about their development 
and take action in that direction. 
14. Close supervision of, and directing employees on, action. 
15. Accepting and appreciating help offered by others. 
16. Encouraging employees to take a fresh look at how things are done. 
17. Free discussion and communication between seniors and subordinates. 
18. Facing challenges inherent in the work situation. 
19. Confiding in seniors without fear that they will misuse and trust. 
II 
20. Owning up to mistakes. 
21. Considering both positive and negative aspects before taking action. 
22. Obeying and checking with seniors rather than acting on your own. 
23. Performing immediate tasks rather than being concerned about large 
organizational goals. 
24. Making genuine attempts to change behaviour on the basis of feedback. 
Use the following key for the remainder of your responses: 
Write 4 if it is a very widely shared belief 
Write 3 if it is fairly widely shared. 
Write 2 if only some persons in the organization share this belief 
Write 1 if only a few or none have this belief. 
25. Effective managers put a lid on their feelings. 
26. Pass the buck tactfiilly when there is a problem. 
27. Trust begets trust. 
28. Telling a polite lie is preferable to telling the unpleasant truth. 
29. Prevention is better than cure. 
30. Freedom to employees breeds indiscipline. 
31. Usually, emphasis on team work dilutes individual's accountability. 
32. Thinking out and doing new things tones up the organization's vitality. 
33. Free and frank communication between various levels helps in solving 
problems. 
34. Surfacing problems is not enough; we should find the solutions. 
55. When the chips are down you have to fend for yourself (people cannot 
rely on others in times of crisis). 
36. People generally are what they appear to be. 
37. A stitch in time saves nine. 
38. A good way to motivate employees is to given them autonomy to plan 
their work. 
39. Employees' involvement in developing an organization's mission and 
goals contributes to productivity. 
40. In today's competitive situations, consolidation and stability are more 
important than experimentation. 
ni 
ORGANISATIONAL SURVEY 
Read each statement given below and indicate, in column P, to what extent the 
statement is tme of your organization. Use the following key; 
Write 5 if the statement represents your organization very well. 
Write 4 if it is fairly true of your organization. 
Write 3 if you are not sure whether it is true or not. 
Write 2 if it represents very little of your organization. 
Write 1 if it is not true of your organization at all. 
Indicate in column D how much it is desirable for your organization. Use the 
following key: 
Write 5 if you think this very highly desirable. 
Write 4 if you think this highly desirable. 
Write 3 if you are not sure whether desirable or not. 
Write 2 if you think this is not desirable for your organization. 
Write 1 if you think this is very undesirable. 
P D 
1. Most members of this organization feel helpless in relation to vital matters. 
2. People feel free to have and express opinions and ideas that are different 
from their bosses. 
3. Rules are applied uniformly here, without any consideration to special 
circumstances in special cases. 
4. In this organization, every department / group is concerned only about 
itself 
5. This organization can be described as a fire-fighting organization, dealing 
with the issues as they emerge. 
6. Great value is given here to good relationships and loyalty to the 
organization. 
7. Attempts are made here to resolve conflicts without loss of face by a party 
involved in the conflict. 
8. People feel comfortable in groups of their own affinity. 
9. Managers generally spend more time on their jobs, even at the cost of 
personal needs. 
10. Competitiveness and smartness are highly valued here. 
11. Seniors exercise their authority in most matters and theirs in accepted by 
their juniors. 
12. Employees feel they can influence many important issues here. 
13. All matters are worked out meticulously, including course of action, and 
deviations are not linked. 
14. Although rules are worked out in detail, these are applied according to the 
background of a case. 
IV 
15. People care for the total organizations and not only about their own groups 
or teams. 
16. Importance is given to long-term planning and working for the future. 
17. Maintaining harmony is highly valued here. 
18. Confrontation and frank communication are generally avoided here. 
19. Leaders here nurture and protect the interests of those who belong to them. 
20. Managers care a great deal about their personal time and do not like 
business to intrude on it. 
21. Importance is given to compassion and caring. 
22. Hierarchical relationships are seen as necessary for running the 
organization. 
23. There is general feeling of indifference among employees because they feel 
that they cannot influence critical matters here. 
24. Different ways of solving problems are encouraged here. 
25. Decisions are objective and clear-cut, and are not influenced by the 
context. 
26. Generally, everyone here is mainly concerned about ones own affairs. 
27. People do not have time to think of future needs; they are too busy 
competing their assigned tasks. 
28. People here are more individualistic; they complete assigned tasks for 
which they expect to be compensated. 
29. Pleasant behavior is preferred here to telling an unpleasant truth. 
30. People here are treated according to their working assignments and not on 
the basis of kinship, cast, language, etc. 
31. Work responsibility here is given more importance than demands of the 
family. 
32. Nurturing and helping subordinates is encouraged here. 
33. Achievements and competence are more important than hierarchical status. 
Strategy Questionnaire 
The purpose of this questionnaire is to find out the strategy preferred /future view of 
top management about the organization. Please read each statement and indicate how 
much do you agree with each statement. Use the following key for your responses: 
Write 5 if you strongly agree with the statement. 
Write 4 if it you agree with the statement valued. 
Write 3 if you neither agree nor disagree with the statement. 
Write 2 if you disagree with the statement. 
Write 1 if you strongly disagree with the statement. 
1. Senior management has a clear long-term vision statement. 
2. Senior managers see themselves as industry revolutionaries. 
3. The company has a clear and collective agenda for building core 
competencies, deploying new functionalities, and evolving the customer 
interface. 
4. Top management is allocating as much time and intellectual energy to 
premarket competition as to market competition. 
5. The company is exercising an influence over industry evolution. 
6. All employees share an aspiration for the enterprise and possess a clear sense 
of the legacy they are working to build. 
7. Senior management has operationalized that aspiration into a clear set of 
corporate challenge. 
8. Managers have clearly identified current corporate and industry conventions 
and subjected those conventions to close scrutiny. 
9. The conditions under which the firm's existing economic engine might run 
out of steam are clear to all managers. 
10. Employees at all levels possess a deep sense of urgency about the challenge of 
sustaining success. 
11. The firm's opportunity horizon extends sufficiently far beyond the boundaries 
of existing markets. 
12. There is an explicit process for identifying and exploiting opportunities. 
13. The management and allocation of core competencies receive as explicit 
attention as the management and allocation of more tangible resources. 
VI 
14. There are a sufficient number of ongoing marketplace experiments to ensure 
that the company learns faster than rivals about the precise location of 
tomorrow's opportunities. 
15. The firm has a capacity for global preemption (either using its own 
infi-astructure or piggybacking on partners. 
16. All potential opportunities for resource leverage have been fully exploited. 
17. Senior executives are confident that they will leave a legacy to future 
managers and employees that exceed the legacy they themselves inherited. 
PLEASE FURNISH THE FOLLOWING INFORMATION 
1. Age: 
2. Gender: 
3. Designation/Cadre: 
4. Level: 
5. Tenure of service: 
(Present organization) 
6. Organisation: 
7. Functional Area: 
(THANK YOU FOR YOUR TIME AND COOPERATION.) 
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Appendix-B 
The Inquiry -Interview schedule 
The inquiry interview schedule is broad in nature and is loosely designed to know 
company policies and strategies and actions taken to implement those policies. 
The interview was focused on the following items. 
• How does the company establish its purpose? 
• How does the company establish strategic objectives with respect to 
markets operations and processes? 
How does the company assure service -quality and customer satisfaction? 
What role the leaders / top managers play to motivate employees? 
• What does the company do to create intellectual capabihties and learning 
organization? 
• What is the role of inforaiation technology with respect to employees and 
customers? 
• How is communication process used in the company? 
• 
• 
vm 
